COMMISSION MEETING AGENDA CoJvL i
1":35:."
July 16, 1981, 10 a.m. to 5 n.m, N ,
The Bahia Motor Hotel, Del Mar Roormn
99 West Mission Bay Drive
San Diego, California
CALL TO ORDER
ROLIL, CALL OF COMMISSION MEMBERS
INTRODUCTIONS
o New Commissioner Richard Pacileo, appointed 5-12-81
° POST Advisory Committee Members meeting in -joint session

with POST Commiss iqn.

The first row of audience seating will be reserved for the
Advisory Committee. A room has been reserved for a joint luncheon.

APPROVAL OF MINUTES

Regular Commission meeting April 16, 1981,

CONSENT CALENDAR

1,

Receiving Course Certification/Decertification Report

Since the January meeting, there have been 30 new certificaticns,
and 11 decertifications,

In approving the Consent Calendar, your Honorable Cornmission
takes official note of the report.

Affirming Policy Statements for Conumission Policy Manual

Consistent with Commission instructions, statements of policy at
previous Comrmission meetings are resubmitted for affirmation by
the Commission at a subsequent meeting., 7This agenda item covers
policy statements developed at the April 16, 1981, meeting.

The staff report and complete policy statement is shewn under
Tab B, 2, covering;

a. Amendment of Commission Policy B-4 to increase the dollar
value of contracts and interagency agreements delegated to
the Executive Director for approval from $5, 000 to $10, 000, -

b. Add new category of Airport Police to the pelicy statement of
category entrants in the Specialized Program,

In approving the Consent Calendar, your Honorable Commission’
affirmis these policies. ‘ ‘



Consent Calendar - cont.

3.

Receiving Information on Mew Entry Into Rewular Progiram

Procedures provide for agencies to enter the Regulax Program if
certain qualifications are met. The El Camino College Police
Department met these requirements and lias been accepted.

This item is on the Consent Calendar for information. In approving
the Consent Calendar, your Honorable Commission takes note of

receiving this information.

Receiving Information on New Entries Into Specialized Program

The below agencies meet the requirements to enter the Specialized
Program and have been accepted:

o Ontario-Montclair School District Salety Department
o San Luis Obispo County Airport Police
o San ¥rancisco Airport Commission Police

This iterm is on the Consent Calendar for information. In approving the
Consent Calendar, your Honorabie Commission takes note of receiving
this information.

Receiving Report of Contracts Included in F.Y. 1980/81

As an information item and Commigsion policy, a suminmary of 2li
contract activity in which POST has been engaged during the past .
fiscal year is included under the appropriate tab. Those contracts
which have been in excess of $5, 0G0 have been before the Comrmiis-
sion earlier for approval. All administrafive contracis under

$5,000 are also shown in the report.

In adopting the Consent Calendar, your Heonorable Comumnission
acknowledges that the report has heen received.

Setting Public Hearing For Review of POST Regulations
Consistent With Office of Administrative Law Reguirements

As required by the State Office of Administrative Yaw, the PCST
Repgulations were reviewed as to necessity, é.uthority, clarity, con-
sistency, and reference. A public hearing was held by the Advisory
Comrmittee and amendments were subsequently approved by the Commis-~
sion 2t its April meeiing. In the intervening 90 days, no {urther sug-
gested changes to the Regulations bave been made, and the matter may
now be scheduled for public hearing.

In approving the Consent Calendar, the proposed amendments as
approved by the Commission at the April meeting are set for public
hearing at the October 22, 1581, meeting of the Commission,



7. Setting Public Hearing Re. Proposed Regulations - Nondiscrimination
in State-Supperted Programs and Activities

In accordance with Goveranment Code Section 11138 and pursuant to
Commission review at the April Commission meeting, we have sub-
mitted the Commission's proposed Regulations relative to the preven-~:
tion of discrimination in state-supported programs and activities to
the Secretary of the Health and Welfare Agency.

The only change to the document since last reviewed by the Commissiog,{

is proposed Section 1039C relating to the use of alcohol and drugs as a
disqualifier. The change is at the request of the Commission.

In approving the Consent Calendar, the Commission accepts the
proposed draft and sets the matter for a public hearing at the

October 22, 1981, Commission meeting. : v
8. Receiving POST Computer Update Report

Enclosed is a staff report on the status of the POST Computer and Data
Processing Needs, This has been reviewed by the Long-Range Plan-
ning Committee and returned on this agenda at the Commission's
request for information purposes, As with other items on the Consent
Czlendar, if the Commissicn wishes to discues this item in detail, it
may be taken from the Consent Calendar. Otherwise, in approving the
Consent Calendar, your Honorable Commission acknowledges receipt
of the report,

9. Adopting Resolutions Honoring Advisory Comimnittee Members Robert
Coombs, Herbert Ellingwood, and Richard Pacileo

In approving the Consent Calendar, the Commission adopts resolutions
recognizing the outstanding service of retiring members of the PO5T
Advisory Committee -- Robert Coombs, Herbert Illingwood, and
Richard Pacileo, Copies of the resolutions are inciuded under

Tab B, itermn 9.

FINANCIA L RE_POR.T FOR F,Y, 1920/81

The Financial Report for F. Y. 1980/81 is being prepared and will be
distributed at the Commission meeting. A verbal report al the meeting
is also plannad.



4.

Agenda Items D through G come to your Honorable Commission as part of the
Symposium on Professional Issues follow-up activities. As the Commission will
recall, the Symposiam held last October resulted in a number of issues being
identified for further study and possible action. A Professionalization Coordinat-
ing Committee consisting of representatives of CPOA, PORAC, and the POST
Commission appointed task forces from within law enforcement to study ard report
on'the specific issues. These issues encompassed in Items D through G have been
reviewed by staff and the Commission's Long-Range Planning Committee.

D, TASK FORCE on EDUCATION and TRAINING {Pre-Employment Training
and INducation)

Included in the agenda packet nnder this tab is the report of the Task Force
on Education and Training (Pre-Employment Training and Education). As
noted, these recommendations have been reviewed by staff and by the
Long-Range Planning Committee of the: Commission, The report of the

Long-Range Planning Commitiee can be found under Tab D, It addresses
pre-employment fraining, the relevance and quality of pre~employment
education, the relationship of the AA degree program to the Basic Caourse,
gscreening of pre-service students in basic courses, field training require-
ments, and other related issues.

Chairman Trives has served as Chairman of the Long-Range Planning Com.-

mittee and will offer the Committee's recommendations in the form of
MOTIONS.

. E, TASK FORCE on CONTINUING EDUCATION and TRAINING -~ Group 2

(Increased Executive Training)

Included in the agenda packet under this tab is the report of the.Task Force
on Education and Training (Increased Executive Training)., Asg noted, these
recommendations have been reviewed by staff and by the Long-Range Plan-
ning Committee of the Commission. Recommendations s submiited by the
Long-Range Flanning Committee can be found under Tab E and include
expansion of the maunagement counseling program, mandating the Executive
Development Course, expansion of the Executive Seminar Series, and other
executive resources.

Chairman Trives will present the Long-Range Planning Committee’s recom-
mendations.

¥, TASK FORCE on LICENSING/ENHANCED CER TIFIICATIDN

Included in the agenda packet under this tab is the repocrt of the Task Force
on L.icensing/Enhanced Certification and a co'py of the proposed legislation,
The report has been reviewed by the Commission's Long-Range Planning
Committee which recormmends certain modifications in the proposed legic-
lation., The key amendnients relate to which peace officers should be
included, training and testing requirenients, timing, and field training
requirements.




Licensing Task Force - cont.

. Chairman Trives will present the I.ong-Range Planning Committee's
recommendations,

G. TASK FORCE on NEW ORCANIZATIONAL CONCEPTS

Included in.the agenda packet under this tab is the report of the Task Force
on New Organizational Concepts. The Task Force's recommendation
addresses a reorganization oi the system of delivering police services in
California. It has been reviewed by the Long-Range Planning Committee.

Chairman Trives will report that the Committee recommends referring

the propcsal back to the Symposium Coordinating Committee for considera-
tion by local government, professional organizations, the Legislature, and
other concerned groups.

The following agenda item, Tab H, covers the report of an additional Symposium
Task Force., This report has not been previously studied or reviewed by staff,
(It should be noted that one remaining Task Force, that of Continuing Edncation

. and Training, Group 1, is exploring the need for additional training for supervisors
and managers, and for educational requirements for promotion to supervisor and
manager. They have met several times, and their recommendations are still in
the formative stage. It is now anticipated that their recommendations will be
ready for submittal to the Commission at the October meeting.)

H. TASK FORCE ON RETENTION STRATEGIES

Vhe Task Force on Retention Strategies has developed a report analyzing attri-
tion rates in California law enforcement agencies along with general causes
and remedies. This report and an executive summary is included as an
attachment to this agenda item. The study and report has generated four
recommendations. The Professionalization Coordinating Committee supports
the recommendations and additionally recommends publication and distribu- -
tion of the report. Recommnendations are: ‘

1, That POST assume responsibility for gathering attrition data
from local agencies oun an ongoing basis for the purpose of
monitoring police attrition, This information should be dissem-
inated fto all agencies annually,

2. That POST develop a regionalized concept of written testing and
- physical agility and the development of an eligible list should be
. explored and implemented. Such lists should be utilized in
association with Qualification Appraisal Pauels of individual
agenciss, '
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Retention Strategiecs Task Force - cont,

Recommendations:

3. That POST establish, as a minimum standard, the requirements
and appropriate minimum passing level for reading and writing
tests developed by POST,

4, That lateral mobhility should not specifically be enceouraged or
discouraged, but should be open as an option for individual
agencies. POST, in connection with its study of attritional data,
should analyze lateral mobility through its computerized data
bank to determine its implications and impact over the next ten

.. years.

This is brought to your Honorable Commission by way of a progress report,
The appropriate action on this report would be to refer it to staff for study
and report back st the October meeting. The Commission may also wish to
ask the Long-Range Planning Commitiee to review the report as well,

TRAINING NEEDS ASSESSMENT ACTION PLAN

At its April 1981 meeting, the Commission received the completed 198081
Training Needs Assessment (TMNA) report and approved a plan whareby the
implementation of the TNA would be brought back over a period of several
meetings in the form of recommendations or progress reports.. This agenda
item covers the five topics to be reported on at this meeting. '

i. Innovative Forms of Training Delivery - Progress Report

At its April meeting, the Commission authorized staif to begin a
study to review this subject in order to make training more
zccessible, efficient, and effective. By way of a progress report,
stady ig currently evaluating the use of compuier as a training aid,

Staff is alsc about to review the more extensive use of video delivery,
self-study guides, and other means of making training available.

Moreover, stalf is working on a national sympeosium on the state of
the art on training delivery to be held sometime during the current
fiscal year to help identify what is being done nmtionally.

This is brought to your Honorable Commission by way of a progress report.

2. Simplified POST Reimbursement Procedures - Progress Report

This item has been assigned to staff to conduck 2 study evaluating
simplification alfernatives and report to the Commissicn at a later
meeting, Alternative proposals will have to be carefully reviewed
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Reimburserment Procedures - cont.

with state control agenciss and with a selected sample of the {ield.
An initial review of the alternatives for simplified reimbursement
proccdures indicates that there is some feasibility for simplification,
but because of legal aspects and the inter-relatedness of reimburse-
ments with the overall training program, care must be taken that all
implications are assessed before {inal proposals are made.

This is brought to your Honorable Commission by way of.a progress
report.

First Aid and CPR Training Requirement

Included among the issues identified for follow-up by PCST in the
1980-81 TNA were: '

a, Develop a concise video tape and computer-~assisted training
and testing program to assist agencies in expeditiously satis{y~
ing the refresher training requiremente for first aid and
cardiopulmonary resuscitation (CPR}, and ‘

b. Coordinate efforts relating to modification of the course content
to conform more closely to the tasks actually perforrned by
peace officers and to correct the disparity betwsen the three-
year renewal requivement and one-year receritficetion requirc-
ments of the American Red Cross.

The Training Committee of the California Peace Oificers' Association
indicated an interest in reviewing the First Aid/CPR requirements.
Staff will be monitoring and working with them as appropriate. Staff
will also monitor and coordinate work being done by others in the
multimedia production area and report back to the Commission,

This is brought to your Honerable Commission by way of a progress
report.

Stregs Management Training

During F.Y, 1980-81, several requests for increased stress fraining
for peace officers were received from law enforcement agencies,
PORAC and CPOA. In addition, the POST Training Needs Azsessment
survey listed stress training as a high priority.

To meet this need, POST staff established a Stress Training Consortium

composed of CPOA {Psychological Stress Committee) and PORAC rep-
resentatives, This Committez met in April and June. A course on

"training the trainers' of stress management was designed. The develop-

ment of the currviculum on the subject "Stress Awareness Training for
Instructors' is now under review by the Conscrtivum belore final
cerlification by presenters is solicited, It is believed that the high
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Stress Management Training - cont. ' '

priority set in the Training Needs Assessment Action Plan will be
met with this new certified course.

If the Commission concurs, the appropriate action would be to accept
the report under this tab as the final report on the issue.

POST Reimbursement of Reserve Officer Training and Availability
of Reserve Officer Training

The following issues were identified in the recently completed
Training Needs Assessment:

POST should reimburse expenses for reserves to attend
mandated reserve training.

Mandated reserve officer courses are generally available '
except in rural, icolated areas and this poses serious problems
for agencies in recruiting reserve officers, FPOST should
develop delivery means such as mediated inst ruction, corres-
pondence training, traveling instructional teams, etc.

The above issues are complex and not easily resolved. Reimburse~
ment {or reserves is not currently permitted by law and to do so
would require a change in the language of 13523 PC,

Delivery of reserve training to remote arcas of the State also poses
a rmajor problem since POST does not currently have the capability
of delivering the training through existing resources.

Discussions with department heads in remote areas indicates that
the above recommendations were made primarily because of POST's
inability to provide convenient Level I training to remote areas of
the State. Staff is studying alternative training delivery systerns
which, if successful, may eliminate the training delivery problem,
Development of alternative training delivery systems could reduce
the perceived need to reimburse expenses for reserves to attend
mandated-reserve training.

Staff believes that any decisions on reimbursement of reserves
should be delayed until {inal legislative action is taken on A.B. 2078,
and staff has time to fully explore alternative delivery systems.

This item is submitted to your Honorable Commission by way of a
status report.
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BASIC COURSE EQUIVALENCY PROCKESS

As Commissioners are aware, POST has for many years conducted
equivalency evaluations and administered equivalency tests to persons who
have acquired basic training outside the certified basic academy system.
Penal Code Section 13511 was amended in 1980, and new previsions man-
date the equivalency process., Those new provisions in the law are operative
on July 1, 1981, and require significant changes in POST's equivalency
testing process. The major changes required are: ‘

e Allow testing of those individuals who are '"under consider=
ation for hire'" (currently the Commission's procedures
allow for testing only those who are already employed).

o Provide re-testing opportunity for those who fail portions of
the test (currently those who fail more than three segments
of the test must attend the full certified basic course -- those
who fail three or fewer segments may remediate the deficient
areas and be deemed to have satisfied the training require-
ment without further testing).

-] Establish a fee to be charged to applicants in order to recover
all POST costs (currently no fee is charged).

Other related changes are required in existing Commission Precedures.
A staff report under this tab explains significant changes in detail and
presents a proposed revision of POST Administrative Manual Procedure
D-11. ’

Commissioners may recall that approximately two years ago Procedures
were revised to avoid continued testing of persons who were not yet
employed. Commissioners should be aware that a net effect of these changes
is that POST, according to our legal adviser, is now engaged again in test-
ing as a part of the peace officer employer's selection process.

Staff is currently revising the equivalency test and reviewing the equiva-
lency screening guidelines with a view toward providing greater defens-
ibility of the test from legal challenge. '

If the Commission concurs, the appropriate action would be:

° Approval of staff recommended revisions to PAM Procedure
D-11; and direct that these revisions establish immediate
interim procedures for equivalency evaluations and testing,

o Set a public hearing for October {as previously approved by
the Commission at the January meeting) to allow field input
and to confirm the procedural changes.
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10.

ADVISORY COMMITTEE

Barbara Ayres, Chairperson of the Advisory Committee, will report on

the July 15, 1981, meeting of the Advisory Committee and other Advisory
Committee business. '

MEMBER VACANCIES TO THE ADVISORY CCMMITTEE

As the Commission is aware, Robtert Coombs and Herb Ellingwood have
resigned as public members of the Adviscry Comuinittee. Chairman Trives
is nominating two public members to fill these vacancies:

Ms. Mimi Silbert, Executive Director of the Delancey Street
Foundation, a private, non-profit rehabilitation center in
San I'rancisco; she is also a fermer training consultaat for
the San Francisco Police Department.

Ms. Alice Lytle, Secretary, State and Consumer Services Agency,
and Chairperson of the Governor's Task Force on Civil Rights,

Additionally, the appointment of Sheriff Richard Pacileo to the POST
Commission created a vacancy for the California Sheriffs' Assocization
representative on the Advisory Committee. A letter bas been received

from the Sheriffs® Association nominating Ben Clark, Sheriff of Riverside
County, as the replacement. '

Resumes of these three nominees have been included under Tab L,

LEGISLATIVE REVIEW COMMITTEE

A report on the Committee's recommendations resulting from its July 16, .
8 a. m. meeting, will be presented by the Comurittee Chairman, Robert
Edmonds. '

OLD/NEW BUSINESS

T

"1, Correspondence: White House Response to Chairman Trives' Letlter

PROPOSED DATES AND LOCATIONS O FUTURE COMMISSION MEE TINGS

October 22-23, 1981, Holiday Inn, Holidome, Sacramento
January 21-22, 1982, Kona Kai Club, San BDiego

April 15-16, 1982, Flamingo Hotel, Santa Rosa

July 15-16, 1982, Holiday Inu - Harbor View, San Diego

ADJOURNMENT




Commission on Peace Officer Standards and Training

MINUTES
April 16, 1981
Sacramento Inn, Sacramento
The meeting was called to order at 10 a. m. by Chairman Trives. A

calling of the roll indicated 2 quorum was present.

Commissioners Present:

Nathaniel Trives - Chairman .

Jay Rodriguez - Vice-Chairman

Robert Edmonds - Commissioner

Jacob Jackson - Commissioner

William Kolender - Commissioner

Joseph Trejo ~ Commissioner {arrived 10:30)
Robert Vernon - Commissioner .

Joe Williams - Commissioner (present 11 until Noon)
Rod Blonien - Attorney General Representative

Commissioners Absent:

Al Angele
John Van de Kamp

Also Present:

Barbara Ayres, Chairperson, POST Advisory Committee, representing
the Women Peace Officers' Association

Staff present:

@

Norman Boehm
Dave Allan
Ronald Allen
Don Beauchamp
Pat Cassidy
Beverly Clemons
John Davidson
Gene De Crona
Glen Fine
Rachel Fuentes
Bradley Koch
John Kohls

Ted Morton

Jim Phillips

Hal Snow

Gerald Townsend
George Williams
Brooks Wilson

Executive Director

Chief, Information Services
Chief, Field Services
Assistant to Executive Director
Staff Services Analyst
Associate Management Analyst
Chief, Administrative Services
Consultant

. Chtei, Training Program Services

Secretary

Assistant Director

Research Specialist

Consultant

Administrative Services Officers
Consultant

Assistant Director

Chief, Management Counseling Bureau
Chief, Special Services



Staff present - cont.

Nancy Wolff
Judy Yamamoto
Imogene Kauffman

Visitors' Roster:

Ed Doonan
Herb Hoover
Ron Jackson
Richard Lucero
‘Walter Mendoza
Roger Neuman

Mike O'Kane

Phil Pounders

Otto Saltenberger
James Shannon
Austin Smith
Bettye O. Williams

Shelby Worley

A, APPROVAL OF MINUTES

Stenographer -
Secretary
Executive Secretary

Sacramento County Sheriff's Department
DOJ Training Center
San Francisco Police Department
P.O.R.A.C,
DOJ
California Chiefs' Assoc., Chief of Police,
San Luis Obispo Police Department
Sacramento Police Department
San Bernardino Sheriff's Department
Department of Consumer Affairs
San Francisco Police Department
Golden West College
Department of Fair Employment
and Housing
Riverside Sheriff's Department

1. Regular quarterly Commission meeting January 29, 1981

MOTION - Jackson, second - Rodriguez, carried unanimously
for approval of the minutes of the January 29, 1981, meeting,

2. Special Commission meeting February 17, 1981

MOTION ~ Vernon, second - Edmonds, carried unanimously
for approval of the minutes of the special meeting February 17,

1981.

B. CONSENT CALENDAR

MOTION - Jackson, second - Edmonds, carried unanimously
for approval of the following Consent Calendar items:

1, Receiving Course Certification/Decertification Report

Since the January meeting, there have been 25 new certifications

and 5 decertifications.

these minutes.

The Report is made Attachment "A'' of



Consent Calendar - cont,

2,

Affirming Policy Statements for Commission Policy Manual

The following policy statement for Commission Policy Manual
was affirmed to cover the competitive award for training contracts:

"Contracts for courses shall be awarded compétitiv'el.ﬂr with the train-
ing to be presented in the most cost-effective manner posslble con=
sistent with quality, cost, and need considerations.

"All requests for Commission approval of contracts for training
course presentations must include:

1, Description of the process used to identify the presenter : .
and assessment of interest and capability of other vendors.

2. _An analysis of the cost effectiveness of the. contract proposal,
3. An assurance that the approach is in harmonf with state
requirements, "

Recewmg Informatmn on New Entry Into RegLular POST Program

. College of the Sequoias Police ljepartment has been accepted
into the POST Regular Program consistent with Commission
policy. '

Receivihg Information on New Entries Into Spécialized Program

° Calaveras County District Attorney's Office, and

° California Department of Heal Services, Investigations Branch
were accepted into the POST Specialized Program cons1stent
with Commission policy.

Financial Report, 3rd Quarter 1980/81

This report included report statements of analyses of the change in

the POTF Accumulated Surplus for the 3rd Quarter of F. Y. 1980/81;

Revenue; and a statement of Distribution of Reimbursement. These
gtatements are made Attachment ""B'" of these minutes,

Adopting a Resolution Commending General Louis O. Giuffrida,
Former:-Director, CSTI,

Adopting a Resolution Commending S_tg_m Anderson, Director,
Santa Rosa Regional Training Center.
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C. CONTRACT APPROVALS {.

1. DOJ/POST Training Contract

MOTION - Jackson, second - Vernon, motion carried (Blonien
abstaining) to authorize the Executive Director to prepare and
sign a contract with the Department of Justice for services to
be provided in an amount not to exceed $594, 072,

2. Executive Development Course Contract

MOTION - Kolender, second - Rodriguez, motion carried
(Edmonds and Vernon abstaining) to authorize the Executive
Director to prepare and sign a contract for the presentation
of five Executive Development Course offerings for an amount
not to exceed $47, 350,

3. Management Course Contracts

MOTION - Kolender, second - Jackson, carried unanimously
to authorize the Executive Director to prepare and sign
individual contracts for the presentation of 21 Management

Courses for an amount not to exceed $182, 585, with the following .
vendors:
CSU, Humboldt 5 presentations $ 41,620
CSU, Long Beach 5 presentations 41,105
CSU, Northridge 3 presentations 24, 051
CSU, San Jose 3 presentations 27,174
San Diego Regional
Training Center 5 presentations 48, 635
Approximate cost of all contracts . 182, 585
4, Interagency Agreement with the State College and University System

MOTION - Vernon, second - Edmonds, carried unanimously

to approve the interagency agreement with the California State
University System, in an amount not to exceed $500, 000, to provide
system analyst, programmer services and data processing services
for the Standards and Evaluation Services Bureau. Individual pro-
jects will be specifically identified by Memos of Understanding that
will be approved by the Department of Finance prior to execution;
it-being further undérstood that the POST Budget Committee will

review and concur prior to final execution of a MOU. - .



’ 5. - Administration by Cooperative Personnel Services (CPS) of the
POST Proficiency Test

MOTION - Blonien, second - Edmonds, carried unanimously to
authorize the Executive Director to negotiate and sign a contract
with Cooperative Personnel Services of the State Personnel
. Board in an amount not to exceed $28, 000 for F.Y. 1981/82,

for the publishing, administration and scoring of the Proficiency
Test.

Commissioner Vernon requested that the Commission be presented with
an analysis at the October Commission meeting on test validity and an
analysis of test results.

6. Administrative Budget Contracts

MOTION - Edmonds, second - Vernon, carried unanimously to
authorize the Executive Director to negotiate and sign contracts
for the following services:

: e Benetech Inc. : . $ 17,000
. : to provide computer analysis of an
estimated 30, 000 CEI's '

* State Controller's Office. 60, 000
to provide audits of 21 local agencies
receiving reimbursements.

. Xerox ‘ . ' 6,271
to provide routine preventive
maintenance, parts & labor.

. Dept. of Water Resources 5,500
Microfilming of reimbursement )
claims & application for certificates.

° Wang Laboratories, Inc. 5,400

Routine preventive maintenance for
Wang System 30 Word Processing System.

Attorney General Representative Blonien requested that future State-
ments of contract requests when appropriate include the amount- -
Tequested for such service the previous year.

\ I

7. Benetech, Inc. Contract (Completiﬁg F.Y, 1980-81)

MOTION - Jackson, second - 'Blonien, carried unanimously,

to authorize the Executive Director to seek amendment to contract
#80-456-12 from $8 000 to $14,000.




Contracts - cont.

8.

10.

11,

POST Automated Information System-Programmer/Analyst, Key Data

Operators Contract

MOTICN -~ Kolender, second - Trejo., motion carried (Blonien '

abstaining) to authorize the Executive Director to amend the
existing Department of General Services contract to increase
the amount from $87, 800 to $177,100, an increase of $89, 300;
this is to expand the number of key-data operators from three to
five; and to extend the contract (including programmer/analyst .
services) from June 30, 1981, to December 31, 1981,

POST Automated Information System - Computer Rental Contract

MOTION - Vernon, second - Kolender, carried unanimously

to authorize the Executive Director to negotiate a renewal of the
contract with IV /Phase System, Inc., in the amount of $37, 015
for fiscal year 1981 -82 to lease the computer equipment currently
in use,

It was requested by Commissioner Trejo, and there was Commission
consensus, that a complete POST computer activity proposal be refer-
‘red to the POST Long-Range Planning Committee for review and report
of findings to the Commission at the July Commission meeting.

PC 832 Study Contract

MOTION - Edmonds, second - Trejo, carried unanimously to
authorize the Executive Director to negotiate and sign a contract
with Dr. Bruce Olson for an amount not to exceed $48, 900 to
conduct a study in compliance with SCR 52, 1980, of the training
standard required by P.C. 832 and to recommend a plan of action
of more appropriate training.

Computer-Based Education Study Contract

Chairman Trives passed the gavel to Vice-Chairman Rodriguez and
made the following motion: '

MOTION -~ Trives, second Trejo, motion carried (Ayes: Jackson,
Trejo, Vernon, Williams, and Trives; Noes: Blonien, Edmonds,
Kolender, and Rodriguez) to authorize the Executive Director to
negotiate and sign a contract, not to exceed $48, 348, with Tom
Anderson of the Justice Training Institute -

for the feasibility study of the application of

computer-based education for law enforcement,

e




Contracts - cont.

'

12, Executive Director Contract -Authority

MOTION - Vernon, second ~ Kolender, carried unanimously
that Commission Policy B-4 be amended to increase the dollar
value of contracts and interagency agreements delegated to the
Executive Director for approval from $5, 000 to $10, 000.

D. POST REGULATIONS REVIEW

MOTION - Edmonds, second - Trejo, carried unanimously
to approve the findings for proposed amendments of the POST
Regulations and set the matter for public hearing at the
October 22, 1981, Commission meeting.

E. PROPOSED REGULATIONS - NONDISCRIMINATION IN STATE SUPPORTED
PROGRAMS AND ACTIVITIES

MOTION -~ Vernon, second - Trejo, carried unanimously to
accept the proposed regulations - Nondiscrimination in State-
Supported Programs and Activites, to be submitted to the

_ Secretary of the Health and Welfare Agency for review and

. comment by May 4, 1981, Following any necessary alterations
and additional review by the Attorney General, the proposed
regulations will again be submitted to the Commission in July for
acceptance and setting for public hearing on October 22, 1981,
Final Comriission action will follow the public hearing.

Commissioner Vernon requested that, if legally acceptable, the following lang-

udge beinserted in paragraph 1039 a. (following the word obesity) to state,

'""nor does it mean addiction to drugs or alcohol or any other health impair-
ments from that addiction. " -

F. ADVISORY COMMITTEE

Barbara Ayres, Chairman of the Advisory Committee and on behalf of the
Committee, thanked Beverly Clemons for her excellent staff work and timely
distribution .of the proposed regulation changes for review by the Advisory
Committee, and thanked the Commission for the assignment,

G. LEGISLATIVE REVIEW COMMITTEE

A report on the Committee's recommendations resulting from its April 16,
8 a.m, meeting was presented by the Committee Chairman, Robert Edmonds,
and the following action was taken:

S.B. 588: Requires POST to develop procedural guidelines and training re-
lating to cases involving child sexual exploitation or abuse.

MOTION - Kolender, second - Jackson, carried unanimously



Legislation - cont. 8.

A.B. 674:

S.B. 751;

A_B. 1169

A,B, 2078:

that POST remain '"neutral' on S. B, 588 because similar courses
are already being presented and there is no need for them to be
mandated in state law. .

Allows fire department arson investigators to participate in the
regular POST program,

MOTION - Jackson, second - Kolender, carried unanimously that
POST oppose this bill.

Allows school district police to participate in the regular POST
program,

MOTION - Kolender, second - Rodriguez, carried unanimously
that POST oppose this bill.

Requires POST to assist the Department of Justice in developing a
course and a test in the use of firearms. This course and/or test
must be completed before a concealable firearm could be purchased.

MOTION - Jackson, second - Kolender, carried unanimously that
POST remain '"'neutral’ on the bill,

Allows POST to determine the appropriate training standard for
work alone, nondesignated reserve officers,

MOTION - Kolender, second - Vernon, motion carried (Jackson - No)

to support the bill if amended to allow the Commission to set the train- i.
ing standard for the nondesignated reserves. If not so amended, '
"oppose."

Commissioner Jackson requested his statement be recorded for the
record: ''Dual standards for individuals doing the same work will be
very difficult for POST to justify and, personally, a dual standard
for like duties is intolerable for me to accept.

H. TRAINING NEEDS ASSESSMENT - FINAL REPORT

MOTION -~ Kolender, second - Vernon, carried unanimously

to accept the final report on the Training Needs Assessment and
approve its distribution to all law enforcement agencies

and course presenters, and approve the suggested action plan
for addressing issues raised in the training needs assessment
to be reported back to the Commission over the next several
meetings,

QUALITATIVE EVALUATION OF OFFICER SAFETY/FIELD TACTICS COURSE

A final report on the qualitative evaluations of the Officer Safety/Field Tactics .
Courses was presented. Results of the evaluation revealed the following:

1.

No significant differences in course quality were found between .

tuition and non~tuition presenters. Any differences noted appeared
to be a matter of emphasis of a particular topic or methodology.

The minimum content specified by POST was well accepted by



Evaluation - cont.

trainees and presenters.

Nume rous common denominators of good quality Officer Safety
Courses were identified and are reflected in the report's recom-
mendation relating to ""POST Guidelines for Officer Safety
Courses.'' It is staff's contention that if those guidelines are
followed, the probabilities for consistently better training will
increase.

With the Commission's concurrence, staff will pursue the following: -

1. Encourage additional course certifications by nontuition-charging
institutions with particular attention given to the development of
traveling instructional teams working for multiple presenters.

2. Adopt the following ""POST Guidelines'' for the Certification of Officer
Safety/Field Tactics Courses:

a.

Course content specified by POST is a minimum, and additional
topics may be included with prior POST approval. This content
will be evaluated periodically to ensure its relevance to police
deaths and assaults.

At least 50% of each course presentation shall consist of student
practical application or demonstration.

Each course must include some student exercises conducted dur-
ing hours of darkness,

Presenters must have access to special isolated facilities (e. g.,
network of roads, abandonded buildings, etc.) for the conduct of
some of the student practical exercises.

Presenters must include special attention to avoidance of:

(1) creating undue ''paranocia' for officer safety resulting
in citizen contacts, and

- (2) coverage of tactics contrary to most departmental policies.

Instructors must have a high degree of credibility

with in-service officers, which can be derived from experience
as a currently practicing peace officer, SWAT assignment,
research activities, etc.

MOTION - Vernon, second - Trejo, carried unanimously that the
Commission approve the report. '
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SYMPOSIUM ON PROFESSIONAL ISSUES -- FOLLOW-UP

Reports from staff members were presented on behalf of the Professionaliza-~
tion Coordinating Committee on the following four task forces:

1.

Task Force on New Organizational Concepts - Phase 1

Consolidation and Regionalization

George Williame reported that the Task Force had reviewed the
literature and the personal awareness of its members regarding
numerous approaches that have been either proposed or implemented
in California or the Nation to provide operational or support services
by local law enforcement jurisdictions jointly through consolidation or
regionalization. The Task Force observed that this approach does not

necessarily guarantee cost savings, but may and frequently does result
in greater effectiveness or efficiency.

The Task Force found that a broader concept should be its recommenda-
tion. California police service should be consolidated so as to form

a system in which the State is divided into geographic areas, each
served by a police force all of them by law comprising the statewide
system. The fractionalization of law enforcement would be eliminated
permitting consistent services and competency throughout the State.

It would also provide for standardized procedures and operations.

The Task Force recognizes that the attainment of the police system
objective can only be achieved by resolving substantial economic and
political problems, and that during the transition the utility of the
ultimate objective can be demonstrated by encouraging the regionaliza--
tion of such operational and support police activities as investigations,
records, communications, special enforcement, purchasing, training, -
personnel selections, etc. '

Task Force on Continuing Education and Training ~ #2

Gene De Crona reported that the Task Force recommends the follow-

ing be considered for adoption as part of the on-going executive level
training process:

. Comprehensive Executive Profile Assessment
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Professional Issues - Follow-up
Task Force on Continuing Education - cont.
. Executive Development Course

Mandatory for all department heads in POST Regular and
Specialized Programs. Recommends Commission Regulation
amendment to properly mandate and establish specific guide-
lines., Recommends guidelines similar to those regulating
management training.

Current POST certified executive development course in conjunc~
tion with an assessment be considered the basic executive
requirement,

o Executive Series of Courses
Designed to meet contemporary needs.
® Executive Resource Personnel

Expansion of POST Management Counseling Services.
Cadre of resource personnel to assist executive.
Expansion of POST Field Management Training.
POST list of exemplary projects,

e Reading and Tape Series

Quarterly digest by POST of excellent management articles.
Availabilty of video/audio tape series.
l
The Task Force on Continuing Education for executives endorses the concept'
of a police college for executive, management and supervisory personnel, and
‘recommends that a committee be formed to specifically address the issue,

3. Task Force on Education and Training

Brooks Wilson reported this Task Force recommended retention of
the dual-entry pattern of training (train before hire or train after
hire) with more formalized and documented screening of pre-service
students, and the mandating of field training programs for new and
lateral employees prior'to field as'signments. A recommendation to
preclude substituting the AA degree for any part of the Basic Course
was recycled for further consideration by the group,
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Professional Issues - Follow-Up

K.

4, Task Force on Licensing/Enhanced Certification

Brooks Wilson reported this Task Force has developed proposed
legislation which would upgrade the Basic Certificate to licensing
status. Significant features of the proposal are the requirement that
applicants for the certificate first pass a subject- matter examination,
increased causes for denial or revocation of the certificate, inclusion
of most peace officer categories, and making misuse of the certificate
a misdemeéanor.

MOTION - Kolender, second - Edmonds, carried unanimously
that the Commission receive the report of the Professionalization
Coordinating Committee; that staff do further analysis of the
recommendations; and that the Commission authorize the Long-
Range Planning Committee to meet with staff for an in-depth
study of the Coordinating Committee recommendations,

POLICY FOR NEW CATEGORY - AIRPORT POLICE (Specialized Program)

With the new provisions of Section 830.4(k) of the California Penal Code, city

and county airport police districts may employ peace officers. There are
approximately six airport districts immediately eligible to participate in the
POST Specialized Program. It is anticipated other city and county airports

will establish police departments and will apply to enter the Specialized Program,

MOTION - Edmonds, second - Trejo, carried unanimously
to include the city and county airport police category to
_participate in the POST Specialized Program.

CORRESPONDENCE

Correspondence from Robert Coombs, one of the public members of the

Advisory Committee, requesting his appointment on the Advisory Committee
not be renewed when it expires in September, 1981.

NOMINATING COMMITTEE REPORT AND ELECTION OF CHAIRMAN AND
VICE-CHAIRMAN

William Kolender, Chairman of the Nominating Committee, reported it was
the recommendation of the Committee to continue for one more year with the
~current Chairman, Nathaniel Trives, and Vice-Chairman, Jay Rodriguez.

MOTION - Jackson, second - Trejo, carried unanimously
that by acclamation the recommendation of the Nominating
Committee be approved.

OLD/NEW BUSINESS

None,
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O. PROPOSED DATES OF FUTURE COMMISSION MEETINGS

. July 16-17, 1981, Bahia Motor Hotel, San Diego
October 22-23, 1981, Holiday Inn, Holidome, Sacramento
January 21-22, 1982, Kona Kai Club, San Diego
April 15-16, 1982, Santa Rosa

P, ADJOURNMENT

-’4_.—-&_

I he Kauffman
Executive Secretary
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(.' ' AGENDA ITEM SUMMARY SHEET
. w-enda ltern Title Meeting Darte
Course Certification/Decertification Report . April 16-17, 1981
Division : Divisio_r;x,)Director Appro.val' Researched By
Operations ‘ﬁggjgk{ﬁégvcijxw;ﬁcztj Bradley M. Koch
’E:\:ec_:’uli'\-‘g B'b.rect T Approval Date of Appréval Date of Report
A i i k ?
il o 26 Ly el (98 March 12, 1981 ______
Purpestipecision Reque.sted D Information Only Status ReportD Financial Impact Y[t:]s LP:—; et ]
I the space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g., ISSUE Page
The following courses have been certified or decertified since the January 29-30, 1981
Commission Meeting:
- CERTIFIED
. : Reimbursement
Course Title Presenter’ Course Category Plan Fiscal Impact
1. Basic Course NCCJTES, - Basic N/A $ -0-
Sacramento .
Center
(-.. Reserve Trng., Long Beach Approved N/A $ -0~
W Llevel II, Police Academy
“Modules A & B
3. Firearms Instruc- Orange Co. S.0. ‘ Technical 1V 8% 7,224
tor Course ' ) -
4. Adv. Accident San Diego P.D. Technical v . $ 15,480
Inv., Part 1II ' i
5. Traffic Acci- NCCJTES, Los Technical ' 11 $ 6,822
dent Investiga- =~ Medanos College
tion
6. Hazardous NCCITES, Los Technical v § 1,857
Material Medanos College |
Familiarization
7. Street Gangs NCCJTES, los’ Technical ' 1v % 2,167
Medanos College - .
8. Momicide NCCJUTES, Santa Technical ' 11 $ 5,685
Investigation Rosa Center _
9, Techniques of NCCJTES, Los Technical 1V $ 3,096

(. Report Writing  Medanos College

!
1 :
Uiitive reverse side tf noeded

POST 1-187 : “Attachment i'A“
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1 .

PO

Modules A & B

College

Reimbursement .
Course Title Presenter Course Catesgory “Plan Fiscal Impact ;.\)
10. Criminal NCCJTES, Technical 11 $ 6,822 '
Investigation Sacramento
Center
11. Motorcycle Glendale Technical 111 $ 31,496
Training Police Dept.
12. Civil Disorder  CSTI | Technical 1V $ 6,000
Mgmt. Seminar
13. Motorcycie San Mateo Technical 111 $ 29,004
Training Police Dept.
14. Assertive Southwest Rég. Sup. Sem. 111 $ 8,014
Supervision Trng. Center :
15. Motorcycle San Diego P.D. -Technical 111 $ 60,660
raining
16. Reserve Trng., West Hills Approved N/A $ -0-
Level II, College )
Module B
17. Driver Trng., Ventura Co. Technical v $ - 1,548 I
In-Service Sheriff's -
Department
18. Ethnic Rela- Giendale - Technical 1V - $ 992
tions & Gangs Comm. Col. ‘
19. Basic Course Sacramento Basic N/A $ -0-
(Extended Co. S.0.
Format) '
20. Int'l. Terror- CSTI - Technical 1V $ -0-
ism- Course
21. Arson Investi- CA Dept. of Technical 1V | $ -0-
- gation 1 Forestry
22. Basic Course Sacto P.D. Basic 1 $ 40,598
LETC ‘
23. Arson Investi- CA Dept. of Technical 1y $ -0-
gation IV Forestry
24. Arson Investi-  CA Dept. of Technical 1V $  -0-
gation III Forestry
25. Reserve Trng., Rio Hondo Approved = N/A $ -0- {



‘Course Title

1. Instructor
Development

2. Reserve Trng.,
Module C

3. Reserve Trng.,
Module C

4. Instructor
Development

5. Basic Driver

Training

Presenter

FBI, Sacto
San Joaquin
Delta College

Los Angeles
Co. S. 0.

FBI - Los

Angeles

Academy of
Defensive
Driving

DECERTIFIED
Reimbursement

Course Category " 'Plan’ Fiscal Impact
Technical Iv $ -0-
Approved N/A $ -0~
Approved N/A $ -0-
Technical 1V $ -0-
Technical III $ -0-
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COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING
PEACE OFFICER TRAINING FUND
. ANALYSIS OF CHANGE IN ACCUMULATED SURPLUS
FOR THE QUARTEL FNDING MARCH 31, 1981

Xesource

Accunulated Reserve: July 1, 1980 $4,991,738.73

Less Correction Journal Entry 6-9 - 5,181.94

Corrected Accumulated Reserve S 4,986,556.79

Revenue July 1, 1980 through March 31, 1981 11,211,825.59
*Accrued Revenue : 1,102,180.32

Total Resources ' ' g o : $17,300,562.70
Expenditures

Administrative Costs, ' - : : :
Cash Disbursed $2,173,925.97 " o . -
Debts 'to ‘be Paid. . 684,178.62. - S ;

Total Administrative Costs S R .- $ 2,858,104.59
tal . N

Aid to Local Governments - g . ' _
. Training Claims Paid $5,061,618.22 ‘ - b
'f: Training Claims to be Paid 2,581,167.19 o )
b Contractual Services Paid : 584,968,27 - S
Contractual Services to be Paid 1,692,148.01 - o ' ' -
+ - ' Letter of Agreement: and , . oL o L - '
" Room Rentals ‘Paid . - _ 37,439.21 o o
‘ | . . o .
Aid to Local Government " : $ 9,957,340.90 v

Prior Year Net Expenditures - 98,936.61

Total Expenditures ' : : ’ B - $12,716,455.88%

5

‘Subtotal, Accumulated Reserve : L $ 4,584,103.82

Plus Reimbursements : o L 91,243.00

i

Accﬁ@glntéd Reserve), March 31, 1981 : ' ,'- - $ 4,675,346.82

. [ .
*pue to the passare SB IAZS,HPeace Officer Training Fund Revenue will now be reported

oné month'in arrears. - - _ i

s
.
-

; o ' , Attachment "B

e et e s e =T -
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COMMISSION ON PEACE QFFICER STANDARDS AND TRAINING

PENALTY ASSESSHENT

HONTH FUND 903

JULY $
AUGUST

SEPTEBER

OCTOBER

NOVE:!BER

DECEBER

JANUARY

FEBRUARY

FARCH : . 1,102,180.32

$1,102,180.32

PEACE OFFICER TRAINING FURD

STATEMENT OF REVENUE
1950-81 FISCAL YEAR

MARCH 31, 1981

SURPLUS INVESTMENT

TRAFFIC - CRIMINAL AND OTHER
$1,005,966.53  § 461,647.01 $ 5,350.00
586,493, 64 271,555.75 1,908.53
§36,256.59  465,416.93
924 ,249.07 416,461.65 4,309.48
532,406.55 319,915.16
1,040,145.22 527,579.26
1,324,278.02 619,228.04 391,472.76
646,641.28 266,715.67 2,163.61
455.528,70 $9,593.14 13,530.00

$7,351,965.60 $3,438,095.,61 $421,764.38

TOTAL

$1,475,993.54

859,957.92
1,301,673.52
1,345,000.20

852,321.71
1,567,724.48
2,334,978,82

915,523.56

1,660,832.16

$12,314,005.91




Commission on Peace Officer Standards and Training

AGENDA ITEM SUMMARY SHEET

'Qenda Item Title

Meeting Date

Course Certification/Decertification Report July 16, 198]
Division Division Director Approval Researched By
Training Delivery Services | 852 /Eelosrboer— Carla Nasca
Executive Director Approval Date of Approval Date of Report
7161¢nﬂW\ £ Bl bty (>3 4-95-5/ June 8, 1981 .
Purpose: pecision Requested D Vinformation Only Status ReportD Financial Impact Y (i:; anaiysis ‘t—j’
In the space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g., ISSUE Page ).
The following courses have been certified or decertified since the April 16-17, 1981
Commission Meeting:
CERTIFIED
Reimbursement .
Course Title Presenter - Course Category Plan Fiscal Impact
1. Staff Officer LAPD Mgmt. Sem. IV $ 11,250
Mgmt: Sem.
2. Motor Officer LAPD Technical 111 $ 55,000
. , Trng. School
| 3. Nuclear Ship- CSTI Technical 1V $ 15,000
ment Safeguard ‘ '
Exercise
4. Computer Crime DOJ-TC Technical v $ 15,000
Investigation
5. Officer Safety  Alameda - Technical IV $ 18,886
& Field Tactics Co. SO ‘
6. Crisis Inter- LAPD Technical Iv -0-
vention Course
7. Complaint Dis- NCCJTES, Technical I1 $ 9,096
patcher Course Butte Cntr.
8. Jail Operations Sacramento Technical II $ 36,385
{Basic Course Co. SO
Graduates)
9, Jail Operations Cabrillo Technical Il $ 13,652
80 Hours College
. Police San Diego Reg. Mgmt. Sem. II1 $ 10,752
. Budgeting Trng. Cntr.
Utilize reverse side if needed

POST 1-187




1.

i2.

13.
14.
15.

16.

17.

18.

19.
20.
21.
22,
23,

24,

Course Title

PR-24 Baton
Instructors
Course

PCP Abuse
Control
for Trainers

Report Writing
for Trainers

Driver Training
Instructor

Heroin
Influence

Narcotic Enforce-
ment for Peace
Officers '

Heroin
Influence

Narcotic Enforce-
ment for Peace
Officers

Crime Prevention
Officer Trng.

Field Training
Officer

Effective
Report Writing

Chemical Agent
Instructor

Adv. Accident
Reconstruction

Adv. Special

Presenter

Baton Instruc-
tion Assoc.

UCLA

Central Coast Co.

Peace Off. Acad.

NCCJTES, Los
Medanos College

Sierra College

Sierra College

Central Coast Co.
Peace Off. Acad.

Central Coast Co.
Peace Qff. Acad.
San Bernardino

Co. S0

Acad. of Justice,
Riverside CC

E1 Camino
College

‘Central Coast Co.

Peace Off. Acad.

E1 Camino
College

NCCJTES, Butte

Weapons & Tactics Center

CERTIFIED

(Page 2)
Reimbursement

Course Category Plan Fiscal Impact
Technical IV $ 2;064
Technical 1v $ 30,110
Technical. IV $ 1,486
Technical 1V $ 5,376
Technical IV $ 2,064
Technical IV $ 2,064
Technical IV $ 6,192
Technical IV $ 6,192
Technical I11 $¢ 9,288
Technical IT $ 10,233
Technical 1v $ 2,670
Technical 1V $ 5,580
Technical 1v $ 2,786
Technical IV $ 2,348



25.

26.
27.
28.

29.

30.

Course Title

Law Enforcement
Skills & Know-
ledge Modular
Course

Auto Theft
Investigation

Special Weapons
and Tactics

Police
Budgeting

Reserve,
Level II,
Course

Réserve,
Level TII,
Course

Presenter

Acad. of Justice,

Riverside CC

CHP

NCCJTES, Los

'‘Medanos College

Univ. of So.
California

San Diego Reg.
Law Enforcement
Trng. Center.

San Diego Reg.
Law Enforcement
Trng. Center

CERTIFIED

Fiscal Impact

(Page 3)
Reimbursement °
Course Category Plan
Technical IV .
Technical IT
Technical Iv
Mgmt. Sem. I11
Approved N/A
Approved N/A

$

4,830

6,822

4,953

6,616



Course

forcement Trng.

Center

DECERTIFIED

IT

- (Page 4)
Reimbursement .
Course Title Presenter Course Category Plan Fiscal Impact
.]. Reserve Trng., San Bernardino -Approved N/A -0-
Modules A,B Co. SO :
2. Coroners San Bernardino Technical IV -0~
Course Co. SO
3. Defensive Rio Hondo Technical IV -0-
Tactics College '
- Refresher
4, Traffic Rio Hondo Technical 138 -0~
Accident College
Investigation
. Modular Trng. Central CA Crmnl. Technical Iv -0-
for Law En- Justice & Delquncy :
forcement Pianning District
. Organizational |
Development LAPD Mgmt. Sem. ITI ~0-
7.'Supp1ementa1 LAPD Exec. Dev. Sem. I -0-
Mgmt. Trng.
8. Arrest & Fire- LAPD Approved IV ~0-
arms (PC 832)
9, Planning Golden Gate Exec. Sem. 111 -0-
' University
10. Reserve Trng., San -Diego Co. . Approved . N/A ~0-
Module B SO
1. Adv. Officer . Sacto Law En- Adv. Officer -0-
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Commission on Peace Officer Standards and Training

C AGENDA ITEM SUMMARY SHEET

enda ltem Title ) = Meeting Date
POLICY STATEMENTS FOR COMMISSION POLICY MANUAL ' July 16, 1981 y
Bureav - Reviewed By . [ Researched By : (J/ .
Training Program Services Beverley C]emonsdéépﬁ(
Executive pirector Approval 1’7‘/&/ Date of Approval Date of Report
jﬂ&t%nﬁ41 é, ﬁhﬂ4&n\ o /s ’Eg‘?“gf ! June 29, 1981 .
G Sae Analysis No

o

Purpose! pecision Requested Information OnlyE] Status RCPOHD Financial Impact YE]S ‘P" detsils} [
In the space provided below, bricfly describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g., ISSUE Page ).

ISSUE

The Commission has directed that staff shall submit policy matters for.affirmation
by the Commission prior to inclusion in the Commission Policy Manual.

BACKGROUND

"At the April 16, 1981 meeting, Commission action was taken-to increase the dollar
value of contracts and interagency agreements delegated to-the Executive Director

for approval from $5,000 to $10,000.

Also at the April meeting, Commiséion action was taken to include city and county
irport police as a new category to participate in the POST Specialized Program.

ANALYSIS

The policy statements being submitted for affirmation is appropriate for inclusion
in the Commission Policy Manual.

RECOMMENDATION

Affirm the policy statements shown below which were adopted at the April 16, 1981
Commission Meeting. .

B4. Contracts

A1l contracts or interagency agreements in excess of $10,000 shall be
approved by the Commission.

Contracts or interagency agreements of $10,000 or less may be entered
jnto upon the authority of the Executive Director without approval
of the Commission.

-------------------------------

Commission Meeting 4/16/81

G3. Specialized Program Eligibility

’ (add) City and County Airport police.
Commission Meeting 4/16/81

Utilize reverse side if needed

POST 1-187
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AGENDA ITEM SUMMARY SHEET

.Agenda Ttern Title

E1l Camino College Police Department

Meeting Date

July 16-17, 1981

Division

Operations

Divisi Director

.,7%7 P {éé‘?«(—l- s

24 B

Researched By
George Fox C‘t{ .
e

-~

Exec tive Director
"//@{{ZMM /

al
e

Date of Approval

o 22

Date of Report
April 14, 1981

Purpose: DEClslon Requested E]

Information Only .

Status Report D

Financial Impact l\é?

Y {Sze Analysis
ﬁ per :ii.t’ti){s)

report. {e.g., ISSUE Page

).

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANA L.YSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the

ISSUE

Regular Program.

BACKGROUND

1971,

ANALYSIS

RECOMMENDA TION

Utilize reverse side if nceded

lege to create a police department.
department into the Regular POST Reimbursable Program,
submitted the necessary lLetter of Intent supporting, POST objectives and regulations.

The department presently employs ten sworn members.
Basic Certificate and adequate selection standards have been employed.
projected financial impact should be less than $1, 500 annually.

The El Camino College Police Department has requested entry into the POST

The College Department has participated in the POST Specialized Program since
The provisions of Section 830. 31(c) Penal Code, permits a community col-
Section 13507(e) Penal Code places such a

The college has

All officers possess a
The

The Commission be advised that the E1 Camino College Police Department has
been admitted into the Regular POST Program consistent with Commission policy.

POST 1-187
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Commission on Peace Officer Standards and Training

‘ ; AGENDA ITEM SUMMARY SHEET
genda Item Title Meeting Date
Ontario-Montclair School District Safety Department July 16-17, 1981
Divisien Divisipn Director Approval Researched By
Operations _%Jﬁ@_?a)’ %C& i George Fox _51
EW‘“'VG Director% Date of Approval ) Date of Report
L1108 A L /0 fllaes 1951 April 15, 1981

&
W

P : P - . s 2 i 1
UrPOSeiDecision Requested [ | Information Only [X] {status Report[ |  Financial Impact Y!is (i;‘; Analysss %

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANAILYSIS ‘and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g-, ISSUE Page Yo :

ISSUE

The Ontario-Montclair School District has requested that their Safety Department be
included in the POST Specialized Program. .

BACKGROUND

The provisions of Section 830. 4(g) Penal Code permits the school district to employ
sworn peace officers. The district's Governing Board, on January 8, 1981, passed
a proper resolution supporting POST objectives and regulations.

@ v

The district presently employs three sworn officers who possess POST Basic or
higher certificates. An on-site visit reveals that adequate background investigations
and other POST selection standards are used.

RECOMMENDA TION

The Commission be advised that the Ontario-Montclair School District Safety
Department has been admitted into the POST Specialized Program consistent
with Commission policy.

Utilize reverse side if needed

POST 1-187




Commission on Peace Officer Standards and Training

& AGENDA ITEM SUMMARY SHEET '
genda [tem Title Meeting Date

San Luis Obispo County Airport Police July 15-16, 1981

Division ivig Director App oval Researched By
Operations A;§ffifgééyéijx_e~clk 4{53{) George Fox

Exy Director Ap /‘7% / TDate of Apfroval Date o.f-IRez}E)ort
sl L5 | A 30 ¥ April 20, 1981 \
Sae Analysis No

= Purpose Decision Requested D Information OnlyES(] Status Reportl:l Financial Impact -Yés ‘p” dutails)

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANAIVYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. {e.g-, ISSUE Page )

I1SSUE

The San Luis Obispo County Airport Police Department has requested entry into the POST
Specialized Program.

BACKGROUND

The provisions of Section 830.4(k) Penal Code permits the establishment of a police
department by a city or county. The county's Director of General Services and Airport
Manager have submitted a Letter of Intent to subscribe to POST standards and training
requlrements

. ANALYSIS

The agency presently employs four sworn personnel who have completed a POST Basic
Course and possess or are eligible to possess a Basic Certificate or higher. An
on-site visit reflects the department's ability to conform to POST selection standards.

RECOMMENDATION

The Commission be advised that the San Luis Obispo County Airport Police has been
admitted into the POST Specialized Program consistent to Commission policy.

P _ |
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Commission on Peace Officer Standards and Training

q AGENDA ITEM SUMMARY SHEET
genda Item Title Meeting Date

San Francisco Airport Commission Police July 16-17, 1981

Division Division Director Approval Researched By
Ope i o X/Z i .
perations . cecééxyu—: ool George Fox ‘3

ya
Exec /.ive Director AP/O% Daté of Approvil Date of Report
////l?/g’//fﬂéé Z - Al L8 Mlve, [5X/ May 2, 1981 —
See Analysis [}

Furpose: pecision Requested [:] Information Only [ X] Stétus Report{ |  Financial Impact YE]S t_per derails) &)

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANAXLYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. [(e.g., ISSUE Page ) -

ISSUE

The San Francisco Airport Commission has requested entry of their police department
into the POST Specialized-Program.

BACKGROUND

The provisions of Section 830.4(k} Penal Code, permit the Airport Commission to employ
sworn peace officers. The Airport Commission has passed a proper resolution supporting
POST objectives and regulations.

ANALYSTS
. The department presently employs 181 sworn personnel. An inspection of the agency
recovrds reflect all sworn officers have received adequate basic training. Advanced
Officer and management training deficiencies have been discussed and a schedule of
training developed to assure compliance with POST standards.

RECOMMENDATION

The Commission be advised that the San Francisco Airport Commission Police has
been admitted into the POST Specialized Program consistent to Commission policy.

, .

Utilize reverse side if needed
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Commission on Peace Officer Standards and Training

AGENDA ITEM SUMMARY SHEET

genda Jterm Title
1980/81 Fiscal Year Contracts -

Date

6, 1981

| Meetin

, Suppart and Local Tuly

S Aksistance

Bureau

Administrative Services

Rescarched By
—Diane Stucki

Executive Director Approval

ﬂ Pl ¢ Birdis

Date of Report
Taly 2, 1981

of Approval

7o)€

A
s A3
° IEVP/A

- T
Purpose.Dec,'S;on Requested D Inl{e’{mation OnlyD

No
L

Status ReportD Financial Impact Y&s ‘;2? Q,?f‘ali’[:fhs

Use separate labeled para
report. ({c.g., ISSUE Pa

In the space provided below, briefly describe the ISSUES, BACKGHOUND, ANALYSIS and RECOMMENDAT IONS.

graphs and include page numbers where the expanded information can be located in the

ge___ ...

Issue

Commission policy requires that, at the end of each fiscal year, a summary of
all contracts executed by POST during the year be submitted for review, A
complete listing of those contracts is attached. Those contracts which exceed
$5, 000 have been previously reviewed by the Commission.

Staff is, of course, available to answer any questions that Commissioners may
have about individual contracts,

Utilize reverse side if needed
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Contract

Numnber

80-455-1

80-455-2

" 80-455-3

80-455-4

80-455-5

80-455-6

80-455-7

80-455-8

80-455-9

Commission on Peace Officer Standards and Training
1980/1981 Contract Report
June 30, 1981

Name of Contractor and Services Providad

Allen's Press Clipping Bureau ' $

Provide clippings of newspaper articles on law
enforcement from daily and weekly newspapers
relating to personnel training, employee relations
internal problems, new programs and major policy
changes.

.San Sierra Business Systems, Inc.

Provide maintenance service on the State
equipment. S

Monroe Calculator Company

Service on Monroe equipment,

Wang laboratories, Inc.

Provide maintenance service on equipment
located in Word Processing

Lockheed Missiles & Space Co., Inc.

Provide Dialog Information Retrieval Service.

Novman Stamper

Make a survey of the POST organizational
structure. ‘

Research Consulting Services, Inc.

Continuation of contract 79-405-11, Amendment 1
Jd. Kohis

Xerox Corporation - 4000

Maintenance

Xerox Corporation - 7000

Maintenance

Amount

of Contract

760.00

990.00

655.00

4,217.00

1,200.00

4,074.00
14,720.00

1,692.00

3,336.00



Contract
Number

80-455-10 -

80-455~11

80-455-12

80-055-13
80-455-14

80-455-15
B80-455-16

80-455-17

80-455-18

80-455-19

Name of Contractor and Services Provided

Human Stress Analysis, Inc.

Assist POST in development of job ana1ysws data
co]]ebtwon 1nstruments G. Williams .

Norman H. Stamper

Conduct a three day team bu1]d1ng workshop. Executive

. Teleray, Division of Research, Inc.

Furnisn maintenance services for terminals and
. associated equipment., G. Williams

"Pitney Bowes

Maintenance on postage meter

Pitney Bowes

United Parcel meter

D & K Business Machines

Maintenance on 0livetti 1600 Copies

Davis Medical Group

Conduct..Basic Physical Examinations

State Perscnnel Board

Cooperative Personnel Services Agrees
to Administer the Reading and Writing
Test Program J. Berner

Dr. Robert Superko

Conduct Besic Physical Examinations of
9 Officers J. Eerner

Arcus Inc.

Provide transportation, storage and security

service for the State, of State's computer Disc’

packs, word processing diskettes and micro fiim,
P. Cassidy

Amount
of Contract

$ 21,622.56

3,178.00

206.00

330.72
330.72

337.50

1,200.00
o @

540.00

500.00



Amount

Contract
of Contract

Number Name of Confractor and Services Provided

80-455-20 Norman H. Stamper $ 500.00

Conduct a one-day follow-up meeting
related to a three-day TBW conducted
Sept. 4-6, 1980 Beauchamp

GRAND TOTAL $ 60,383.44

C - Contract Complete



Contract
Number

80-456-1

80-456-2
Amendment
No. I

80-456-~3

80-~456-4

80-456-5

80-456-6

80-456-7

80-456-8

80-456-%

80-456-10

Commission on Peace Officer Standards and Training
198071981 Contract Report
June 30, 1981

Name of Contractor and Services Provided

CSU, Long Beach, Foundation

Conduct five Management Course presentations
for the State. DiMiceli

State Personnel Board

Scoring basic course test answer sheets on
a scanning device., Pinola '

‘

Humboldt State University

Conduct five course presentations. DiMiceli

California Peace Officers' Educational

Research and Training Corporation

PubTish the manual entitled "1981 Legal
Update". Beauchamp

California Peace Officers' Educational

Research and Training Corporation

Conduct eighteen presentations of the

POST approved six (6) hour seminar entitled
"Legal Update: New Laws and Court
Pecisions Affecting Law Enforcement”. Beauchamp

California State University Foundation,

Northridge

Conduct three management Ccurse presentation.
DiMiceld

San Jose State Unive?sity Foundation

Conduct three management course presentation,
DiMiceld

San Diego Regional Training Center

Conduct tive management course presentation.
DiMiceli

Department of Water Resources

Provide microfilming services. Wilson

Cal-Poly Kellogg Foundation

Conduct five executive development course
presentations. DiMiceli

Amount

of Contract

$30,710.00

2,125.00

41,372.40

3,774.00

19,080.00

23,946.00

25,512.00

44,235.00

4,704.04

44,780.00



Contract
Number

80-456-11

80-456-12
Amendment
No. I

80-456-13

80~456-14
80-456-15
80-456-16
80-456-17
80-456-18
80-456-19
80-456-20

B0-456-21

80-456-22

Amount

Name of Contractor and Services Provided of Contrac‘:‘.

Department of Justice, Training Center 571,000.00

Make training presentations through its Patrol
Institute and Investigation Institute. Stewart

BENETECH, Inc. ' 17,000.G0

Contractor agrees to process approximately
15,385 CEI's and provide printouts. Clemons

Military Department (CSTI) 343,842,00

Make POST-certified trafning presentations primarily
to California Taw enforcement personnel whose agencies
are in the POST reimbursement program. Brown

J. Rousseau Martin 765.00

40 hours of Tnstructions on training techniques
to the PR 24 Baton for police trainers. Brown

Drake A. Robles 765.00

40 hours of instructions on training technigues
to the PR 24 Baton for police trainers. Brown

Four-Phase Systems, Inc. 1,545,48

‘Rental of Printer and Two Workstations. Cassidy

Department of General Services 87,800.0{,—.

Services of one Programmer Analyst and three key
data operators to work on implementation of POST
Automated Information System, Adm.

Four Phase System, Inc. $ 21,276.00

Rental of Disc Drive, Printer, two workstations,
Memory Units, Processor, Processing Unit, and
Decimal Instruction Set. Cassidy

Four Phase System, Inc.: | 1,182.96

Rental of three workstations. Cassidy

State Controller

Provide necessary office and field auditing 50,000.00
services. Davidson

Four Phase System, Inc. 7,822.80
Rental of Disc Drive and Memory Unit. Cassidy

Research Consulting Services, Inc. 500.00
Provide key data entry and data processing services

that will assist the State in analyzing the State's
Management Course presentations. ' Morton



It

Contract
Niumber

80-456-23

80-456-24

80-456-25

80-456-26

80-456-27

80-~456-28

B0-456-29

80-456-30

80-456-31

80-456-32

80-456-33

Name of Contractor and Services Provided

Jan Deveny
Speak at Symposium on Professional Issues being held
October 1 - 3, 1980. Snow

Mark Shields

Speak at Symposium on Professional Issues being held
October 1 - 3, 1980. Snow

John Gist

Make a management survey of the City of Folsom.
Davidson ;

Research Consulting Service

Provide key data entry services and make a
statistical analysis of State's Ten Plan survey
guestionnaire. Beck

Four-Phase Systems, Inc.
Delete, retain, and add the following from
contract No. 80-456-16. Cassidy

Military Department

Make POST-certified training presentations
primarily to California law enforcement personnel
whose agencies are in the POST reimbursement
program. Stewart

State Personnel Board

Cooperative Services

Provide Proctors For Administering The
POST Basic Course Proficiency Examina-
tion Rolls G. Pinola

Military Department

Make POST-certified training presentations
primarily to California Taw enforcement
personnel whose agencies are in the POST
reimbursement program. D. Stewart

University of California at Los Angeles 80/81

Present ‘four offerings of a three-day PCP train-
ing course designed to train "trainers" in the
subject G. Fine.

Dr. Robert Superko

Conduct Basic Physical examinations of 20
officers of the Napa Sheriff's Department
J. Kohls

Don A. Faussett
Agrees to lecture at the state's special
seminar for law enforcement executives in
,dan Diego G. De Crona

Amount

of Contract

416.00
676.50
4,998.00

500.00

9,808.00

148,400.00

11,500.00

148,000.00

9,710.00

1,282.00

855,00




Contract
Number

80-456-34

80-456-35

80-456-36

80-456-37

80-456-38

80-456-39

80-456-40

80-456-41

80-456-42

80-456-43

Name of Contractor and Services Provided

Tom Rusk, M.D,

Agrees to Tecture at the state's special
saninar for law enforcement executives in
San Dieqo. G. DeCrona

Neil Rodine

Agrees to lecture at the state's special

seminar for law enforcement executives in
San Diego. G. De Crona

Peter Greg (Dr.)

Agrees to lecture at the state's spec1a1
seminar for Taw enforcement executives in
San Diegqo. G. De Crona

Four-Phase Systems Inc.

Upgrade on contract 80-456-27
P. Cassidy

Bruce 0lsen, Ph.D.

Serve as facilitator and resource person
in the planning and conducting of a three-
day report writing seminar. Hal Snow

California Association of Police Trainina Officers

To provide training managers® guide. R. Allen

California State University and Colleges, Sacramento

To provwde educational, consulting and/or research
services to agency in PeSpOﬂSP to written requests
for such service., J. Kohls

John Rousseau Martin

Provide 40 hours of instruction on training
techn1ques applicable to the PR 24 Baton for Police
Trainers in Shasta and Siskivou Counties., G. NiesT

Elliot E. Alhadeff

Present four one-day (8 hour)
Training Seminars on legal update
G. Rhodes

Justice Training Institute
Make a Feasibility Study to determ1ne
the applicability of computer-based
education. . B. Wilson

GRAND TOTAL

Amount’ .
of Contract -

$ 500.0q||'

840.00
1,257.00

111.60

1,000.00

2,523.50

500,000. 00
1,735.00

3,580.00

48,348.00

$ 2,239,778.25.




Commission on Peace Officer Standards and Training

. ' AGENDA ITEM SUMMARY SHEET
nda ltem Title. ) - . Meeting Date

PUBLIC HEARING - POST REGULATIONS July 16, 1981

Bureau Reviewed By . |Researched By '
1 Training Program Services ~ Beverley Clemons é?i‘”’/
Executive Director Approval "’bf Date of Approval Date of Report

b .
C. v &{) - 6—30-5’1 June 29, 1981

- > 7 . s ze i
Purpose: pocision Requested [ information Only [] status chortD Financial Impact Y&]S L:e: doansy ][%ID
In the space provided below, bricfly describe the [S5UES, BACKGROUND, ANALYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g., ISSUE Page ). ‘

ISSUE

A public hearing is required in order to adopt the pfOpose& amendments-to:the
Regulations which were approved by the Commission at the April 16, 1981 meeting.

BACKGROUND

"AB 1111, effective July 1, 1980, and Executive Order B72-80 signed by the Governor
on October 9, 1980, requires state regulatory agencies to conduct a comprehensive
review of all existing regulations. The review process required that all regulations
adopted prior to July 1, 1980 shall be analyzed and assessed against the five (5)
specific criteria of necessity, authority, clarity, consistency, and reference,

e review of the Regulations has been completed and the QOffice of Administrative
Law has approved of the recommended changes. ' ' -

ANALYSIS

The proposed amendments to the Commission's Regulations are the results of the
recently completed review process as required by the Administrative Procedures Act,

amended July 1, 1980. :
RECOMMENDATION |

Affirmation by the Commission for a Public Hearing at the October 16, 1981 meeting
for the purpose of adopting the Commission Regulations as amended.

f.

Utilize reverse side if needed
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Cominission on Peace Officer Standards and Training

AGENDA ITEM SUMMARY SHEET

genda ltem Title pROPOSED REGULATIONS-NON DISCRIMINATION Meeting Date
IN STATE SUPPORTED PROGRAMS AND ACTIVITIES
Bureaw Reviewed By ress . | Researched By
Information Services Bradley W. Koch Staff
Executive Director Approval brg( Date of Approval Date of Report
) / .
Netpda L. @)ed;fm ([

r : L . . ‘ 2 i
Purpoese: pecision Requested Information Onl Status Report Financial Impact Y& ©So¢ Analysis No
q y P )

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RECCMMENDATIONS.

Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g., ISSUE Page ).

BACKGROUND

At the April 1981 Commission Meeting, Commissioners were thoroughly briefed on the
draft of the proposed regulations regarding non-discrimination in state supported
programs and activities. These regulations are required by Sections 11135 and 11138
of the Government Code in order to insure that no person is unlawfully denied the
benefits of or unlawfully subjected to discrimination under any program or activity
that is funded directly by POST or that receive any financial assistance from POST.
As the Commission will recall the alternative to adopting POST's own regulations
would.be the requirement to adopt the regulations developed by the Secretary of
Health and Welfare which are extremely lengthy and in some cases not specifically ‘
applicable to POST. The proposed Regulations closely follow the Attorney General's
format with the amendments appropriate to the Commission.

ANALYSIS

At the last Commission meeting a recommendation was made to add a section on alcohol
and drug abuse. That section was added as proposed Regulation 1039C as follows:
"The term 'Physical or Mental disability' does not include the condition of any
ultimaté beneficiary who is an alcoholic or drug abuser whose current use of alcohol
or drugs prevents such person from performing the duties of the job in question

or whose employment by reason of such current alcohol or drug abuse would constitute
a direct threat to the property or safety of others.”

The proposed Regulations with the above addition were submitted te the Secretary of
Health and Welfare for review on May 1, 1981, as required. A copy of the cover

letter and the proposed Regulations as submitted are attached for your review.

This issue is before the Commission for action requiring that the proposed draft
be the subject of a public hearing at the October 22 Commission meeting.

RECOMMENDATION

Approve public hearing in this matter for October 22, 1981.

Utilize reverse side if ncedad
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STATE OF CAUFORINIA ’ ' ‘ EDMUND G. BIOWN IR., Gavernor

DEPARTMENT OF JUITICE GEORGE DEUKMEIIAN, Altorney Genaral

COMMISSION ON PEACE GFFICER STANDARDS AND TRAINING

71C0 BOWLING DRIYE, SUITE 250

Shg ENTO 95823 ’ x4
£X S QFFICE ) -

Genarcl Adminizteation
{P15) 4254515

OPERATIONS DIVISION :
Stonduards and Trainirg May 1 ’ 1981
Monagsmnnt Caunseling
(¥168) 44350345

ADMIMISTRATION DIVISICN
Adninisiration

{918} 322.2235

Center far Police Marogement ot
(916) 4454515 Hon. Mario Obledo

Certifind Courze Reeords Secretary .
(Niﬂ#lﬂﬂﬂ_ : Health and Welfare Agency S
g?;?;;gﬁﬁm“"” State of Califormia ,
Reimbursemanis 915 Cap itol Mall 3 Room 200 .
(9i6) 322.2238 . Sacramento, California 95814 :
Pesource Librory . .
(916) 24454515 : o _ : )
Stondards Vclidation Unjt Attention: Mr. John Martinez, Legal Counsel
916) 3223492 ‘ JT—— : .
C _ - Dear Mr. Obledo:

- - In accordance with Government Code Section 11138, we are pleased
to enclose the Commission's proposed Regulations relative to the
prevention of discrimination in state supported programs and ac-
tivities. The Regulations would add Article 3 to Chapter 2 of

itle 11 of the California Administrative Code.
" Where apprapriate, we have attempted to follow the Secretary's

Standards and Guidelines which were adopted as Regulations in
July 1980 (Title 22, Division 8, Chapters 1-5, Sections 92000
et seq.). However, becau e of the uniqgue posture of the Com-
mission in developlng and implementing programs to increase
the elfectiveness of law enforcement and raising the level of
~ competence of law enforcement officers in California through
- - oo - .- the establishment of anLmum standards for the selection and
“training o“such offlcers any of ‘our prooo ed Re ulations:

Generally speaking, some of the Secretary’s suggested procedures
will be handled administratively without the necessity of adopt-
ing formal Regulation by the Commission. Some of the other recom-
mendations of the Sceretary are simply inappropriate to the Com-
mission's functions at this time.

Section 1030 of the proposed Regulations mewxcely rephrases the
statutory language of Government Code Scctions 11135 and 11138
and, in abbreviated form, set Forth the purpose of the Article.

Scction 1031 provides that administrative rights and romedies
\ be exhausted prior to bringing any action for judicial review
or other enforcement action against the Commission under the



Hon. Mario Obledo

Page 2
May 1, 1981

Article. This may be contrasted with the Secretary's Regulations, .
which under certain circumstances, would seemingly permit inde- ‘
-pendent. legal relief against the Commission prior to the exhaus-—

tion of the administrative remedies (see Sections 38001, 98002,

98003).

The Commission does not deem it wise to exempt parties from ex-
hausting their administrative remedies. Generally, if an admini-
strative remedy is inadequate, judicial relief will lie without
a specific regulation to that effect. Section 1031 would there-
fore require the exercise and exhaustion of the remedies provided
for under the proposed Article as a condition to judicial review
or other relief against the Commission.
! . ¥ B
Section 1032 contains the general rules of construction applicable
“to the proposed Regulations including definitive rules with respect
to retroactivity and severability.

Section 1033 sets forth the definitions applicable to the variocus
Regulations contained in the Article. Many of the Secretary's
definitions contained in Section 98010 have been deleted as un-
necessary or irrelevant to the Commission's functions at this
time. IXf they later become relevant, they may be added as neces-

sary.

Section 1034 contains the general prohibition against discrimination.
in accordance with Government Code Section 11135. The succeeding
sections in the Article specify in greater detail the types of pro-
hibited discrimination and exceptions thereto.

In each instance, we have attempted to provide a general definition
which would prohibit the specific form of discrimination together

with an exception. Each exception to discrimination has incorpor-
. ated_the general. 1anguage of "bona flde occupatlonal quallflcaLlon

thlr Eﬁbloynent“PractLCQSfAct‘(Govcrnnent Codﬂ"Sectlon-12900yetj o3
the State Civil Service Act (Govermment Code Section 18500 et seq.);
and appropriate federal statutes.

You may also wish to note that Section 1039(b) recquires, as an ex-
ception to discrimination against the disabled, that the disqualify-
ing disability be job related and accommodation would result in an
unreasonable or unduc hardship upon the recipicnt.

Due to th¢ unique .nature of the duties of peace officers, who are
the ultimate beneficiaries of our state supported proprams and acti-
vities and at the specific dircection of the Commission, we have in-

cluded Scction 1039(c) providing an exception relating to the cur-
rent usc of alcohol or drugs. The subsection essentially contains .



- .~ Code Section 11138. They also fairly take into.

"‘ﬁéged Régﬁlaiiohé_iﬁué}catef-dctail prior to théjfiﬁé fh;%:ﬁﬁey'

Hon. Mario Obledo .
Page 3 .
May 1, 1951

the language found in the Secretary's Section 98250(d)(1) and the
definition contained in the U.S. Department of Justice Rules and
Regulations (Section 42.540(k)) pursuant to the implementation of

" Section 504 of the Rehabilitation Act of 1973 and Executive Order

11914. We feel it extremely critical that we disallow the allega-
tion of discrimination by a peace officer, when his duties include
the utilization of firearms and high speed vehicles, if he or she
is a current alcohol or drug abuser.

Section 1040 assures access of the Commission to recipient records
and Section 1041 requires recipients to distribute to the ultimate
beneficiaries a copy of the proposed Article and any other materials
the Commission deems necessary to administer and enforce state sup-
ported programs in a nondiscriminatory manner. By Section 1042, an
assurance of nondiscrimination is required to be included as a clause
in each contract, grant, loan, guarantee, or other such document
under which a recipient receives state funds from the Commission.

Section 1043 requires a written complaint of discrimination to be
subscribed under ocath and filed with the Commission within one year
after the alleged discriminatory conduct occurred. An accusation
may be filed under Section 1044, vhile at the same time permitting’
informal resolution or conciliation of a complaint of discrimina-
tion. Sanctions may be imposed uvnder Section 1045.

Section 1046 requires the Commission to forward to the Department

of Fair Employmant and Housing any complaint alleging cmployment
discrimination by a recipient. An adjudication and decision of

that complaint by the Fair Employment and Housing Commission will

be binding on the Commission on Peace Officer Standards and Training.

We anticipate you will find our proposed Regulations are in full

conformity with our legislative mandate contained in Covernment
account the sta- .

f..the Comad

weowld beTplease ;fbtgiséﬂésiyiﬁh_?dﬁ;ibf;jgh'“ Eaff;ﬁtﬁéLbr
are noticed for public hearing. In the event you wish further
information or discussion, please contact Dave Allan, Chief of
our Information Services Bureau (445-4515) or Paul Dobson, Deputy

Attorney General (445-1580).

For your information, we will prescnt the proposed Regulations
to the Commission for approval at its ,regular mceting on July
16, 1981 with the recommendation to calendar the Regulations
for public hearing on October 22, 1981.



Hon. Mario Obledo
Page 4
May 1, 1981

We would be pleased to entertain your comments, if any, prior .
to our submission of the proposed Regulations to the Commission.

- Sincerely,

NORMAN C. BOEHM
Executive Director

Enclosure ' _ .




ARTICLE 3. COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING
NONDISCRIMINATION IN SIATE SUPPORTED PROGRAMS AND ACTIVITIES (NEW)

§1030. Purpose of this Article

Section 11135 of the Government Code provides that no person in the
State of California shall, on the basis of ethnic group identification,
religion, age, sex, color, or physical or mental disability, be unlaufully
denied the benefits of, or be unlawfully subjected to discrimination under,
any program or activity that is funded directly by the state or receives any
financial assistance from the state.

Section 11138 of the Government Code in turn provides that each state
agency that administers such direct state funding or financia) assistance
shall adopt rules or regulations necessary to carry out the provisions of
Government Code section 11135 and following (art 9.5, ch. 1, part 1, div. 3,
of tit. 2). This article contains such regulations.

§1031. Exclusive Remedy; Availability of Other Relief

- No action in law or equity shall be brought against the Commission to
enforce the provisions of Government Code section 11137 or this Article unless
the remedies and procedures provided herein have been exhausted.

§1032. General Rules of Construction; Prospective Effect; Severability

(a) The provisions of this article shall control in the construction,
administration, or enforcement thereof by the Commission or by any other
person. :

{b) The provisions of this article are applicable as of the effective
date of this article, and shall not be interpreted to be retroactive.

(c) If any provision of this article or the application thereof to
any person or circumstances is found invalid, such invalidity shall not affect
other provisions or applications of this article which can be given effect
without the invalid provision or application, and to this end the provisions
of this article are severable.

§1033. Definitions

- "Benefit" means anything contributing to an improvenent in condition,
inciuding, but not Timited to, aid or services provided to others by a
recipient.

"Commission” means the Commission on Peace Officer Standards and
Training including its staff employees.

rrinancial assistance” means any grant, loan, guarantee, or other
entitlement by which the Commission provides monetary aid to a recipient.




_ “Funded directly by the state® means any direct payment, transfer, or
allocation of state funds to any recipient by the Commission.

“Local agency" means a public district, public corporation, authority,

agency, board, city, commission, county, city and county, school district, or °

other public entity.

"Person”" means an individual, proprietorship, firm, partnership, joint

venture, syndicate, corporation, association, committee, legal representative,.

or any other organization or group of persons acting in concert.

"State-supported program or activity" means any project, action or
procedure undertaken by a recipient, directly or indirectly, with state funds
or financial assistance provided to the recipient by the Commission.

"Recipient" or "recipient of state support" means any contractor,
local agency, or person who regularly employs five or more persons and who
recejves financial assistance in an amount which in the aggregate exceeds
$10,000 per state fiscal year, or in an amount which exceeds $1,000 per
transaction, by grant, ioan, guarantee, or other entitiement, directly or
indirectly, including any successor, assignee, or transferee of a recipient.
"Recipient" or “recipient of state support" does not include another state
agency, nor does it include the ultimate beneficiary of the state support.

~- “State agency" means the Commission.

"Ultimate beneficiary” means a person identified in Government Code
section 11135 wio receives, applies for, or is unlawfully deterred from
receiving or applying for, the benefits of, or employment under a state
supported program or activity.

§1034. General. Prohibition Against Discrimination

No recipient through any state-supported program or activity shall
deny to any ultimate beneficiary the privileges or benefits of such
state-funded program or activity on the basis of ethnic group identification,
religion, age, sex, color, or physical or mental disability, as defined in
this Article. _ :

§1035. "Coler or Ethnic Group Identification” Defined; Exception

(a) The term "Color or ethnic group identification" as used in
section 1034 means the possession of the racial, cultural, or linguistic
- characteristics common to a racial, cultural, or ethnic group.

(b} The benefits of any state-supported program or activity shall not
be denied on the basis of an ultimate beneficiary's color or ethnic group
identification unless the recipient of state support makes a satisfactory .
showing that all or substantially all persons of that color or ethnicity would
be unable to perform safely and efficiently the duties of the job involved.

§1036. "Religion" Defined; Exception

(a) The temm "religion" as used in section 1034 includes all aspects
of religious observance, practice, and belief.



(b) The benefits of any state-supported program or activity shall not
be axnied on the basis of an ultimate beneficiary's religion or religious
beliefs unless the recipient of state support makes a satisfactory showing
that no reasonable accommodation of such religion or religious beliefs can be
made without undue hardship upon the program or activity of recipient of the
state support.

§1037. "Age" Defined; Exception

(a) The term "age" as used in section 1034 means the number of
elapsed years from the date of a person's birth.

(b) The benefits of any state-supported program or activity shall not
be denied on the basis of an ultimate beneficiary's age unless the recipient
of state support makes a satisfactory showing that (1) the age limitation is
authorized by federal, state, or local law, or (2) a person's age is a factor
reasonably necessary to the normmal operation of a state-supported program, or
the achievement of a statutory objective related thereto.

§1038. "Sex" Defined; Excéption

(a) The term "sex" as used in section 1034 means:
(1)} A person's sex, male or female; or
(2) A person's parental, family, or marital status; or

(3) A person's disability due to pregnancy, childbirth, or recovery
therefrom; or

{4} A person's encouraged or coerced participation in sexual activity
with a recipient as a condition to the receipt of state-supported benefits.

(b) The benefits of any state-supported program or activity shall not
be denied on the basis of an ultimate beneficiary’s sex unless the recipient
of state support makes a satisfactory showing that all or substantially all
persons of that sex would be unable to perform safely and efficiently the
duties of the job involved.

§1039. "Physical or Mental Dfsabi]ity“ Defined; Exception

(a} The term "physical or mental disability" as used in section 1034
means any person who has a physical or mental impairment which substantially

“1imits one or more major 1ife activites (such as waiking, seeing, or hearing),

has a recerd of such an impairment, or is regarded as having such an
impairment.

(b} The benefits of any state supported program or activity shall not
be denied on the basis of an ultimate beneficiary's physical or mental
disability unless the recipient of state support makes a satisfactory showing
that the particulay disability is job related and that no reasonable
accommodation of the particular disability can be made without undue hardship
upon the program or activity of the recipient of state support.



(c) The term "physical or mental disability" does not include the
condition of any ultimate beneficiary who is an alcoholic or drug abuser whose
current use of alcoho? or drugs prevents such person from performing the
duties of the job in question or whose employment, by reason of such current
alcohol or drug abuse, would constitute a direct threat to property or the
safety of others. '

§1040. Compliance Review; Access to Records; Sanctions

During normal business hours, a recipient of state support shall make
available to the Commission, or an authorized representative, such information
as is deemed necessary by the Commission to determine whether the recipient
has complied with this article. The requested information may include books,
© records, or accounts in the possession of either the recipient of state
support or third persons or agencies. Failure to provide access to such data,
after a reasonable request by the Commission, shall constitute grounds for
sanctions by the Commission under this article.

§1041. Distribution of Regulations and Forms

Recipients of state support shall make available to the ultimate
beneficiaries of the program or activity of the recipient, a copy of this
article and any other materials deemed necessary by the Commission to
administer and enforce the provisions of this article.

§1042. Reaquired Nondiscrimination Clause

The Commission shall include in each contract, grant, loan, guarantee,
or other such document under which state funds are provided to a recipient, a
clause assuring nondiscrimination in the manner set forth as "Exhibit A" in
this article.

LY

- §1043. Complaint of Discrimination; Time for Filing

A written complaint may be filed by any ultimate beneficiary alleging
discrimination under this article. Such complaint, to be valid, must be
subscribed under oath and filed with the Commission within one year after the
act or omission occurred upon which the complaint is based.

§1044. Accusation: Informal Resolution Permitted

If after investigation of a compiaint the Commission has concluded
that there is reasonable cause to believe that this article has been violated,
the Commission shall institute appropriate proceedings for sanctions against a
recipient of state support by filing and serving an accusation against such
recipient pursuant to section 11503 of the Government Code. Nothing in this
section shall prohibit an infornal resolution or conciliation of the complaint
of discrimination by the Commission prior to the filing of said accusation.

§1045. Hearing and Decision; Sanctions

Upon a determination by the Commission that a direct recipient of
state support has violated this article, the Commission may take appropriate
steps or actions to ensure compliance, which may include (but is not Timited
to) any one or more of the following:



{a) Termination or suspension of all or part of the recipient's state
support;

{b) The imposition of probationary eligibility for present or future
state support, conditioned upon compliance with specified conditions;

(c) A public reprimand;

(d) Other relief which the Commission deems appropriate to effectuate
and enforce this article.

§1046. Complaints Alleging Employment Discrimination

A copy of any complaint alleging that a recipient of state suppert has
engaged in employment discrimination against an ultimate beneficiary will be
referred to the Department of Fair Emplioyment and Housing for its investigaton
pursuant to section 12560 of the Government Code. Any subsequent adjudication
and decision of said complaint by the Cormission on Fair Employment and
Housing shall be binding upon the Commission in any reseoliution of said
complaint under this article.




LEXHIBIT A :
ASSURANCE OF NONDISCRIMINATION IN STATE-SUPPORTED PROGRAMS AND ACTIVITES

x (Name of Recipient) (herein after
called the "Recipient”) agrees that it will comply with Article 9.5
(commencing with Section 11135} of Chapter I, Part 1, Division 3, Title 2, of
the Government Code and the regulations adopted or actions taken by the
Commission on Peace Officer Standards and Training to implement such Article
to the end that no ultimate beneficiary in the State of California shall, on
the basis of ethnic group identification, religion, age, sex, color, or
physical or mental disability, be unlawfully denied the benefits of, or be
untawfully subjected to discrimination under, any program or activity that is
funded directly by the state or receiving any financial assistance from the
state. .

Each recipient shall ensure that each of its employees are aware of
the rights of ultimate beneficiaries and the responsibilities of recipients
urnder Article 9.5, and make available to ultimate beneficiaries information
regarding the provisions of Article 9.5 and its applicability to the program
or activity for which the Recipient receives state support. :

.. Each Recipient shall permit access by representatives of the
Commission at any time during normal business hours to such of its books,
records, accounts, other sources of information, and its facilities as may be
pertinent to ascertain compiiance with Article 9.5.

The Recipient recognizes and agrees that state support will be
extended in reliance upon the representations and agreements made in this .
assurance, and that the State of California shall have thé right to seek
administrative and judicial enforcement of this assurance. This assurance is
binding on the Recipient, its successors, transferees, and assignees, and the
person or persons whose signatures appear below are . authorized to sign this
assurance on behalf of the . Recipient. '

{Date) _ . {Hame of Recipient])

{President, Chairperson of Board or
Comparable Authorized Official)

{Address)

8912A/57
Rev. 5/1/81
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BACKGROUND

At its last meeting’the Commission requested staff to review the POST computer system
activities and to prepare a report to be submitted to the Long-Range Planning Committee
prior to the next Commission meeting.

)

ANALYSIS

The staff report was prepared and presented to the lLong-Range Planning Committee on

June 19, 1981. As discussed with the committee, a computer system is the key to the
success of the POST resource management system. Virtually every bureau has the need
of systematized information to support management decision making and provide day to
day operational data. The computer will assist in meeting these needs.

The attached report provides the Commission with a history of our quest for data
processing, financial information relative to authorized Commission funding and
contract expense, present state of the art af POST, present direction in enhancing
the POST computer system and a look at the future of data processing needs.

The Long-Range Planning Committee has indicated that this report meets the Commission's
need for a review of the computer system. Appropriate action would, therefore, appear
to be acceptance of this report.

Utilize reverse side if nceded -

POST 1-187



COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING
LONG RANGE PLANNING COMMITTEE MEETING
June 19, 1981

POST COMPUTER UPDATE REPORT

In July 1977, the Commission authorized staff to work with the Department of
Justice to conduct a study of POST electronic data processing needs. That
study was compieted and presented to the Commission at their October 1978

meeting.

The study provided various alternatives for establishing a data

processing system for POST. Action taken by the Commission at that meeting

authorized staff to pursue all the alternatives available and authorized the
Executive Director to select the most appropriate system for the needs of POST
that was cost-effective.

At the October 1979 meeting, the Commission adopied the staff recommendation
for implementing the POST Automated Information System (PAIS) on an equipment
lease basis. This alternative was selected because:

1.

2.

It would cost less to lease based on the life expectancy of three
years for the equipment.

The Lease Alternative provided the quickest system start-up time to
respond to POST's immediate needs.

The Lease Aternative was more adaptable for accommodating POST's
future data processing needs, which were not then clearly defined.

Computer technology changes rapidly. The lease alternative allowed
easier upgrading to more advanced equipment as it was developed.
During the three-year period of initial computer needs analysis and
computer processing development, staff would be studying future data
processing needs as it relates to an expanded research capability.

The Commission has authorized a total of $334,315 to be used for the POST
automated Information system project. This amount authorizes the payment of
equipment leasing through June 30, 1982 and the payment of contractual

services

1981.

for a programmer and three key data operators through December 31,
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Commission authorization was as follows:

Date Purpose Amount
07/79 To contract for Analyst services $ 60,000

for developing an IFB and services for
file conversion

08/79 To contract for equipment leasing and 48,000
- necessary services and materials
07/80 To continue implementation project 100,000
from 8/1/80 to 6/30/81
04/81 To continue staffing needs through
12/31/81 ' 89,300

To continue contractual equipment tease through
6/30/82 37,015
TOTAL AUTHORIZED TO DATE:

Of the amount authorized by the Commission a total of $46,510 will have been
expended since the project began in December 1979 to June 30, 1981 for equip-
ment rental.

System implementation and records conversion personnel contracts will have
cost $189,225 as of June 30, 1981.

TOTAL EXPENDED TO DATE $235,735
COMMISSION AUTHORIZED FUNDS AVAILABLE $ 98,580

A PAIS Implementation Schedule was developed. The program was to be developed
in two phases:

1. Manual records conversion and basic system development.

2. Expansion of system to meet future needs.

PHASE I IMPLEMENTATION

First phaée scheduling began on September 1, 1979, with preliminary system
design, and has been essentially implemented, and should terminate on schedule
in August, 1981, with the POST implementation review as planned.

The first phase program was the development of data processing capability to
principally handle the conversion of POST's manual peace officer record file
and to implement an automated course certification process which would provide
more precise information as to the allocated cost of projected courses and
budgetary costs and to provide the foundation for the POST Management
Information System.

o
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Yo date, approximately 96% of the peace officer records are entered into the
system, and factual finmancial data from previously offered courses have
provided staff with a fiscal impact reporting system which, in 1981/82, should
provide POST with a more appropriate means of determining allocated costs for
the course delivery program and for maintaining budget control of course
presentations.

PHASE II IMPLEMENTATION

Toward the implementaton of Phase Two, this report is offered as an analysis
of POST's present capabilities and a determination of future needs as it
relates to data processing and research technical capabilities.

As staff works to implement the present computer system, POST is obviously
outgrowing the present system. POST's needs and priorities are growing,
changing, and becoming more sophisticated with the development of a management
information system.

Because of expanded research data processing needs, current and ongoing course
evaluation instrument programs and the Legisiatively mandated requirement to
implement a Basic Course Equivalency Examination process on July 1, POST con~
tinues to expand contracts for computer-related services that ccnceivably
could be accomplished in-house, perhaps at a reduced cost, with an expanded
in-house data communications system.

PRESENT RESOURCES

The Commission is presently utilizing three data processing systems:

Four-Phase Systems Inc., 490 Mini-Computer

This program is designed to contain and provide access to appointment,
training, certificate, and reimbursement records of law enforcement offi-
cers throughout the State as well as financial data required for accurate
planning and forecasting of training costs for determining the condition
of the budget portion allocated to reimbursement for cities and counties.
The system provides a tool for forecasting training needs, monitoring
budgets, providing expenditure reports, and assisting in determining
compliance of agencies with POST standards.

It is an operator centered disc resident data base system for on-line
storage and retrieval. It has the capability for handling both alpha and
numeric data with a 384 K memory capacity.

Access to the system for entering and retrieving data is by seven key-
boards and two printers located in several locations in the POST facility.
‘Programming and initial data entry is being accomplished through contrac-
tual agreement with the Department of General Services. This contract
provides for a Staff Programmer Analyst and three Key Data Operators.



Capitol Computing Corp. Service

The Research and Evaluation Services Bureau has contracted for the
services of a private computer service for information required in their
project development. The data base includes empirically developed and
validated job-related employee selection standards which assist law

enforcement agencies in meeting EEC and Affirmative Action requirements.

A terminal, purchased through a Federally funded research grant, is loca-

ted in the Bureau and storage and retrieval information is provided
through an acoustical coupler via telephone to the private vendor. A
printer has also been purchased in order to provide hard copy material.

Wang System 30 Word Processing. System

This word processing system consists of one central processing unit, five
workstations, and two printers. It is staffed by one Senior Word Proces-

sing Technician and three Word Processing Technicians.

The function of the Word Processing Unit is to provide rapid typing of
repetitive reports and revision of instructional materials and manuals
where the data storage need exists. It is a disc resident data base
system for on-line storage and retrieval which is operator centered and
_has the capability for alpha and numeric data.

CONTRACTS SUPPORTING PRESENT RESOURCES

While it is difficult to isolate total computer related equipment and services

contract costs on a fiscal year basis due to multiple year relationships, a
synopsis of existing contracts follow. Such existing contracts, including
portions of larger contracts which relate to computer services, are listed.
Contracts supporting present computer resources total $144,598. Contracts
executed to support additional requirements represent a current cost of
$61,268. Total current contract (1980/81 costs) are $205,866.

CONTRACTS SUPPORTING PRESENT COMPUTER RESOURCES

Name of Contractor and Services

Provided Future Year
Current Contracts Contracts
Rumber Amount ' Costs F.Y.

Four-Phase Systems, Inc.

LCease of computer equipment used in Various $32,866 $37,015 81/82
impiementation of POST automated 37,015 82/83
Information System 27,096 83/84

Department of General Services
Services of one Programmer Analyst and 80-456-17 87,800

three key data operators to work on In process 19,515 69,785 81/82

implementation of POST Automated
Information System.



Name of Contractor and Services
Provided

Future Year

Telray, Division of Research, Inc.

Maintenance services for terminal, 80-455-12
printer and associated equipment

owned by POST. :

Wang Laboratories, Inc.

Current Contracts “Contracts
Number Amount Costs F.Y.
$ 200
$4,217

Maintenance service for Word 80-455-4
Processing equipment

CONTRACTS REPRESENTING ADDITIONAL NEEDS

Benetech, Inc.

Processing Course Evaluation 80-456-12
Instruments '

Lockheed Missiles and Space Company, Inc.

Dralog Information Retrieval 80-455-5
Service

State Personnel Board
bas1c Course Proficiency Test - 80-456-2
Scan, score, item analysis, and tape

Research Consulting Services, Inc.
Scoring and Analysis of Reading Tests 80-455-7

Management Course Study - Key Data 80-456-22
Entry and Data Processing Services

Four-Ten Plan Survey - Key Data 80-456-26
Entry and Statistical Analysis

California State University and Colleges
Computer Services and Associated 80-456-40
Programming and Analysis

$17,000

$1,200

$2,125

$14,720
$ 500

$ 500

$25,223

ANALYSIS OF FUTURE MANAGEMENT INFORMATION SYSTEM NEEDS

- POST Automated Information System

$5,400 81/82

$17,000 81/82

$28,000 81/82

$158,078 81/82
$ 46,644 82/83

The currently utilized system, when totally implemented, will represent

the first step in the development of a Management Information System which
It is, however, only an
automated records system and leaves much to be desired in terms of POST's

will adequately meet POST's needs in the future.

total management information requirements.
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Random Accessability and Retrieval Flexibility

Greater flexibility in identifying and retrieving stored data is
required. The current system requires extensive programing to
develop reports. Such reports are designed to meet many needs which
are recurrent and periodic. Unique information needs identified on 2
day to day basis are now met through time consuming manual analysis.

Random access retrieval of variables is an absolute requirement in
the work of many of the Bureaus, specifically Standards and
Evaluation Services, Administrative Services, and Training Program
Services. Examples include the requirements contained in the
$500,000 Research Projects contracts with the California State
University and Colleges, revenue and expenditures by course
categories, and evaluation of courses through uses of variable data.

Optical Scanning Capability

Test

/

Much of the research that is accomplished at POST involves survey
instruments which are either analyzed manually by Staff or optically
scanned by computer through outside contracts. These survey instru-
ments include recent efforts in the Training Needs Assessment, Crime
Prevention Survey, Four-Ten Plan Study, Curriculum Analysis, Officer
Survival Course Study, Management Course Study, and Course Evaluation
Instruments

Testing instruments including the Basic Course Equivalency Examina-
tion and the Basic Course Examination, are being scanned by outside
contractors at a substantial cost to POST in comparison to developing
our own optical scanning capability.

The use of an optical scanner, in association with a computer, can
result in scanning of testing devices as well as survey instruments
and course evaluation instruments together with an analysis of
variables of all items in the instruments. Such an automated
scanning system is needed and would be cost effective.

Development Through Data Storage

The Basic Course Equivalency Examination, the Basic Course Test Pool,
and the Basic Course Performance Objectives, together with history
files, should be stored in an automated system. Storage of data
should include raw score tabulation and complete item analysis
information together with historical information on any alterations.

Course Evaluation Instrument Summaries

The Course Evaluation Instrument Summaries, including student
demographic data with variable analysis capability, should be stored
in the data bank with programmed random access. Sophisticated
instruments enabling POST to identify student population biodata,
cost effectiveness (if possible), and course ratings should be
scanned, stored, and accessed through variables within the system.
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Financial Information Compatible With State Resources

The specific methodology and format requirements of the California
Fiscal Information System, a computerized system of reported fund
condition and budget expenditures, must be met by POST.

Currently, through informal arrangements with monthly billings by the
Department of Justice, data are being compiled and reported. This
system must be an integral part of our future in-house data
requirements. We anticipate an interagency agreement to accomplish
this requirement. Cost for the system has yet to be determined.

Data Relating to Local Agencies

The Management Counseling and Special Services Bureaus require
extensive data relating to local law enforcement agencies. These
data include attrition rates by departments and statewide; total
peace officers by category; biodata on employees, size, ranks, and
titles in each department; and tenure in rank and functions with
correlations to size of departments and population served. Software
must also be produced to accommodate workload data for personnel
allocation studies.

Preemployment Training

There is also a need to determine and retain data on the extent to
which preemployment Basic Course students are being trained and
employed.

CONCLUSION

As Phase One of the POST data processing system needs draws to a conclusion,
it is obvious that much remains to be done to expand POST's in-house data
processing communications system to meet present and future needs. There is
obviously a need to consolidate some or all of the outside contracts which
POST is presently using to supplement its own resources on a disjunctive
basis, thereby accelerating costs. There is also a need to study the
interface capabilities of the POST Word Processing System with the proposed
Data Processing System. B

As originally planned, POST is now ready to move into an integrated computer
based management information system, which should inciude the capability of
optical scanning, computerized random accessability and retrieval. flexibility,
virtual memory capacity, high speed line printing, and is sufficient for
complex statistical analysis of large data sets.

It may be possible, by enhancing the present leased system, to provide some of
this capability. But, in the long range program concept originally
anticipated and approved by the Commission, there will still be a need for
planning for a totally integrated management information system. This study
plan will require extensive reporting to and review by state control agencies
in accordance with the electronic data processing procedures contained 1in
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the State Administrative Manual. A feasibility study report must be approved

. by the Department of Finance prior to the implementation of any EDP project.
Other provisions of the State Administrative Manual allow exemptions from
feasibility study reports if certain information is submitted in an informa-
tion systems plan no later than August 31 of each year and updated not later
than March 1 of each succeeding year. Preliminary work on such a plan has
been initiated.

It is anticipated that the implementation of an adequate management infor-
mation system, as described, can become operational in the future at a total
cost which is less than the expenditures presently allocated to current
resources and contractual arrangements.

Staff is currently working on two elements of future computer needs at POST.

First, Staff is preparing a study as to the cost-effectiveness of upgrading
our present system to accommodate the needs of the POST research program to
determine if improved capability can be acquired within the existing resources
presently allocated by the Commission. If the conclusions are positive, staff
will bring this issue before the Commission at its October meeting.

Second, We have commenced with Phase I1 of POST's long range computer needs
infomation system plan with a view towards procurement of hardware and
software to support a management information system meeting the total
requirements as outlined in the above conclusions. It is anticipated that
. this study will be completed and presented at the July 1982 Commission meeting
: for consideration. .

9289A/97
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.. WHEREAS, He as demonstrated leadership and diligence in his service as a
member of the Advisory Committee; and
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and counsel, and .
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WHEREAS, He has been recognized for his leadership in the California public
service to the extent that he has been appointed to serve as Deputy Counsel to
the President of the United States; Now, therefore, be it

RESOLVED, That the members of the Commission on Peace Officer
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State of California Depurtment of Justice

Memorandum

. :  Commission Date = July 2, 1381

G
Long Range Planning Committee, Nat'Trives, Chairman
From : Commission on Peace Officer Standards and Training

Subject: TASK FORCE ON EDUCATION AND TRAINING (PRE—EMPLQYMENT TRAINING AND CAREER PATHS)

The stated purpose of this task force is "To develop suggested Regulations
change or other strategy to increase pre-employment training in conjunction
with improving the relevance and quality of such training, and to standardize
career entry paths."

The Professionalization Coordinating Committee has submitted recommendations
from this and other Symposium follow-up task forces for review by POST, CPOA
and PORAC. The Commission has asked the Long Range Planning Committee to
review them and to recommend Commission action.

The Long Range Planning Committee met on June 19th for that purpose and with

. . the assistance of the staff review is recommending the following action on the
recommendations of the Task Force on Continuing Education and Training.

Recommendation #1

The current dual entry pattern for entry into law enforcement should be
continued {hire - then train, or hire those already trained).

Pre-employment training should be encouraged but pre-employment students
should be screened to minimize the possibility of undesirable or obviously
ungualified students attending basic courses. '

Staff Analysis: This is the pattern that now exists. The extent of pre-
employment training is not known but enrollment by non-affiliated students has
jncreased during the past several years. Most are being hired.

Motion: To approve the recommendation as submitted.



Recommendation #2

Basic academy screening should consist of reading/writing tests, physical
agility examination to determine the student's ability to participate in
physical training activities, fingerprint check to determine felony convic-
tion, counseling about standards and working conditions, and formalized
documentation of this screening to minimize redundancy with agency screening.
Legislation required to facilitate this process should be supported by POST,
CPOA, and PORAC.

Staff Analysis: Modification in wording is recommended to avoid the appear-
ance of de-emphasizing the necessity for employing agencies to conduct a
thorough background investigation. In addition, academies only need
information on felony convictions.

Motion: To approve with two modifications:

a. Academies should be authorized only information about felony
conviction from local law enforcement agencies.

b. Delete the following phrase from the recommendation: "To minimize re-
dundancy with agency screening."

Related Motion: To authorize staff to encourage and support required
Tegisiation.

Recommendation #3

The same standards of quality and content control should be applied to
extended format presentations that are applied to intensive format
presentations.

Staff Analysis: This is already being done.

Motion: To approve the recommendation as submitted.

Recommendation #4

Prior to 1987, an AA degree curriculum should be restructured to totally
include or integrate the POST-approved Basic Course with the objective that
the requirements of an AA degree, or its equivalent, be met upon graduation
from the basic academy and prior to employment as a peace officer.

Staff Analysis: Could resolve the issue of relevance of the AA Degree,
pre-employment training, and increased educational standards.

®



Motion: To authorize staff to work with representatives of preservice

 programs, agency and college-based academies, user agencies, and the

chancelior's office to develop an AA Degree program which integrates the basic
course and the degree. ‘

Recommendation #5

A Timit of three years should be established within which a preservice student
must be employed. After that, the equivalence testing process must be invoked.

?

Staff‘Ana1ysis: This is consistent with current administrative policy.

Motion: To approve the recommendation as submitted.

Recommendation #6

POST should modify its records system to measure current and future levels of
pre-employment training and retention.

Staff Analysis: It is currently impossible to retrieve pre-employment fiqures
from our files. This is a desirable capability.

Motion: To approve the recommendation as submitted. ,

Recommendation #7

Communicate to the community colleges with AJ degree programs about the
concern for lack of relevance in the community college AJ program and
recommend that they adhere to the core curriculum developed through the
Chancellor's Office, California Community Colleges.

Staff Analysis: This process is already occurring and should be addressed

constantly regardless of any other elements of the task force recommendation.

Motion: To approve the recommendation as submitted.



Recommendation #8

That POST's regulations be amended to require an Asscciate degree or 60
semester units (with 40 units in general education) for the intermediate -
certificate and Baccalaureate degree for the advanced certificate along with
experiential requisites.

Staff Analysis: This requirements would direct the educational experience
toward a goal and would tend to improve communication and interpersonal skills.

Motion: To approve the recommendation in concept and authorize staff to
review the certificate requirements matter for public hearing.

Recommendation #9

An active advisory committee be utilized for all AJ degree programs.

Staff Analysis: Current position of POST but needs emphasis from time to time.

Motion: To approve the recommendation as submitted.

Recommendation #10

POST should mandate a field training program with the following
characteristics: _

a. The FT program should be required for all newly employed officers and
lateral transfers as part of the agency certification requirements.

b. The requirement should be "prior to field assignment,” rather than
"immediately following basic.”

¢c. The program should be closely related or integrated into the Basic
Course, should be performance objective-orientated rather than time
related, and that POST should update, distribute, and maintain a field
training guide for that purpose.

Staff Analysis: This is a desirab]e requ%rement but POST should be able to
provide special consideration for small agencies.

Motion: To develop for public hearing within 18 months. Include provisions
for resolving small agency implementation and compliance standards issue.



Recommendation #11

POST should eliminate the six-unit requ1rement (POST Regulation 1004(b)) as a
condition of employment.

Staff Analysis: This requirement has become redundant. A1l basic courses now

" award at Teast six units.

Motion: To approve the recommendation as submitted and schedule for public

hearing.



State of California ‘Department of Justice

Mem.ora,ndum

. : Commission ' ‘ Date : July 2, 198}

Long Range Planning Comm1;;;§i Nat Tr1ves, Chairman
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‘TASK FORCE ON CONTINUING EDUCATION AND TRAINING GROWwP II -

biect:
Subject INCREASED EXECUTIVE TRAINING

The stated purpose of this task force is to develop suggested increased
executive training.

i . The Professionalization Coordinating Committee has submitted recommendations
from this and other Symposium follow-up task forces for review by POST, CPOA
and PORAC. The Commission has asked the Long Range Planning Committee to
review them and to recommend Commission action.

The Long Range Planning Committee met dn June 19th for that purpose and with

| \ - the assistance of the staff review is recommending the following action on the
' . recommendations of the Task Force on Continuing Education and Training, Group II:

Recommendation #1

POST should provide a comprehensive Executive Profile Assessment - a
comprehensive assessment of the chief executive's strengths, weaknesses,
management styles, and aptitude by a variety of examipations and ana]ys1s by
experts.

Staff Analysis: Could be very costly and would be an unprecedentéd use of POTF.

Motion: Reject the recommendation but act as clearing house for commercial
sources.

Recommendation #2

Mandate the Executive Development course for all chiefs ‘and sheriffs appointed
., after the effective date to an agency in the Regular or Specialized Program.

Modify the course to include an assessment center and increase instructional
allowances to attract the most qualified instructors.
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Staff Analysis: POST guidelines provide for instructional fees beyond the
-normal when necessary to obtain exceptionally qualified instructors. With
regard to mandating the course, consideration must be given to grandfatheri
clause and to equivalency evaluation. Also, the legal issue of requiring
training of elected officials (sheriffs) needs to be researched.

Motion: To initiate the public hearing process to mandate the course
effective January 1, 1983, with consideration being given to the addition of
an assessment center and appropriate equivalency and grandfathering process.

Recommendation #3 .

Expand the executive series of courses.” Direct content to contemporary needs,
continuing executive careers, and various agency sizes. Courses should be
affiliated with a college or university for credits. The course should be
organized to minimize travel. POST should provide a certificate-upon
completion of the series which inciude:

a. basic core
b. contemporary issues
c. electives

Staff Ana]yéis: Is consistent‘with current research and projects in Program.

Development Bureau.

- Motion: To approve the concept and direct staff to expand and improve the

current program and to develop a comprehensive plan for the executive seminar
series. '

Recommendation #4

Provide a program of Executive Resources which includes:

a. Expansion of POST management counseling services to include a cadre of
resource personnel to assist executives on-site with specific or
general needs.

. b. Expansion of the Field Management Training to provide more than five
days per training session.

c. Maintenance by POST of a 1ist of exemplary projects to include:

1. organizational design

2. facilities

3. data processing o ‘ .
4. communications systems '

5. vehicle fleet maintenance procedures

6. technology transfers:
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Staff.Aﬁa1ysis: PAM currently permits Field Management Training in excess of

five days on an exceptional basis. It would not be advisable to remove the
routine five-day 1imit. POST is expanding its counseling services with an

" . additional consultant. OQutside one-on-one on-site counseling could be cost-

prohibitive. Our library currently maintains an exemplary project list but
could be expanded to include all recommended areas.

Motion: To approve the concept, except do not fund on-site counseling by
outside experts. ‘ '

Recommendation #5

- POST should provide and maintain a quarterly digest of excellent management

articles, and a video/audio tape management series.

Staff Analysis

This is a desirable objective but library does not have adequate staff time.
It would require additional employees. The idea is worth consideration.

Motion: To approve the concept and explore costs and capability.

Recommendation #6

Explore the feasibility of establishing a "police college” for supervision,

management, and executive education and training.

Staff Analysis: This recommendation was made by the Coordinating Committee

bPased on comments in the task force report. Staff agrees with the need and
feels that a police college could accommodate all of the recommendations made
by this task force as well as some of those made by other task forces. _

-

Motion: To authorize staff to prepare a deve1opmenta1'study designed to
explore the feasibility of establishing a "police college" for supervisory,
management, and executive education and training.



Staff Analysis: POST guidelines provide for instructional fees beyond the
normal when necessary to obtain exceptionally qualified instructors. Hith
regard to mandating the course, consideration must be given to grandfathering
clause and to equivalency evaluation. Also, the legal issue of requ1r1ng
tra1n1ng of elected officials (sheriffs) needs to be researched.

Motion: To initiate the public hearing process to mandate the course
effective January 1, 1983, with consideration being given to the addition of
an assessment center and appropriate equivalency and grandfathering process.

Recommendation #3

Expand the executive series of courses. Direct content to contemporary needs,

continuing executive careers, and various agency sizes. Courses should be
affiliated with a coIIege or university for credits. The course should be
organized to minimize travel. POST should provide a certificate upon
completion of the series which include:

a. basic core
b. contemporary issues
c. electives

Staff Analysis: Is consistent with current research-and projects in Program
Devetopment Bureau.

Motion: To approve the concept and direct staff to expand and improve the
current program and to develop a comprehensive plan for the executive seminar
series.

Recommendation #4

Provide a program of Executive Resources which includes:

2. Expansion of POST management counseling services to include a cadre of
resource personnel to assist executives on-site with specific or
general needs.

b. Expansion of the Field Management Training to provide more than five
days per training session.

Cc. Maintenance by POST of a list of exemplary projects to include:

1. organizational design

2. facilities

3. data processing

4. communications systems

5. vehicle fleet maintenance procedures
6. technology transfers
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Commission on Peace Officer Standords and Training

TASK FORCE ON LICENSING/ENHANCED CERTIFICATION .

The stated purpose of this task force is to develop for Commission
consideration, legisiation or PAM change directed to the licensing of police
officers, or PAM change which would upgrade the Basic Certificate to Ticense
status. Increased training and minimum selection standards to be considered
as part of the legislation or regulations change.

The Professionalization Coordinating Committee has submitted recommendations
from several of the Symposium follow-up task forces for review by POST, CPOA,
and PORAC. The Commission has directed the Long Range Planning Committee to
review them and to recommend Commission action.

The Long Range Planning Committee met on June 19 for that purpose and with the

assistance of the staff review is recommending the following action on the
Task Force recommendations: ’

Recommendation

Support legislation which would upgrade the Basic Certificate to license
status and would expand the regquirements and condition for revocation.
(Complete text of proposed legislation is included as Appendix A. Revised
version is Appendix B.)

Staff has recommended the following modifications to the proposed legislation,
1. Section 13526(d): defines "peace officer" for purposes of the legisla-

tion. It would extend the certification to all categories of peace officer
listed in P. C 830.

Staff Analysis: This broad application would be too costly and could impose
training requirements not related to the job of all the diverse classes.

Motion: To reword the definition to include only those peace off1cer
categories currently in the regular program.

Department of Justice



2. Section 13527: Paragraph 3 {c) under certification. The legislation
implies but does not specifically require completion of the basic course.

Motion: To reword the paragraph to require completion of the basic course and :.
passing a subject matter examination. - '

3. Section 13527: Paragraph H under certificafion. The legislation would
require the same examination for purposes of equivalency evaluation and
for academy graduates.

Staff Analysis: This requirement would be costly, cumbersome and unnecessary.

Motion: To reword the legislation to distinguish between subject matter
examinations which would be administered to academy graduates, and equivalency
examinations which would be administered as part of the equivalent training
evaluation process. This would require a modification of the proposed
definitions of subject matter examination and the addition of a definition of
equivalency examination.

4., Effective date of December 31, 1981.

Staff Analysis: This date does not allow sufficient time for legislative .
process and implementation. : .

Motion: To move the effective date back to January 1, 1984 to provide time to
make necessary preparations.

Motions For Additional Provisions

Motion: To add requirement for a POST-approved field training program.

Motion: To specifically spell out in the legislation that a certificate does
not immunize the holder from justified dismissal or local discipline.




CHAPTER 2 PEACE OFFTCER CERTIFICATION APPENDIX A
(. Article. Legislative Findings and Definitions

13525.  The Legislature finds and declares:

i

(a) That the occupation of peace officer is a profession requiring
adherence to high standards of selection, education, special

. training, and ethical conduct.

(b) That the technical competence of persons practicing this profession
is a matter of the highest significance to the health, welfare, and

safety of the citizens of this state.

{c) That the establishment and maintenance of high professional and
. technical standards is best accomplished by the certification of

persons who are, or seek to become, peace officers.
(d}) That the recognition of peace officers as professionals having both

status and obligations beyond the temporary conditions of employ-

ment will further enhance observance of professional standards.

13526. As used in this chapter:

{a) "Commission" means the Commission on Peace Officer Standards and

Training.



(b} "Subject matter examination" means an objective examination approved
by the commission to be used as an instrument to verify possession of
minimum knowledge and skills by the Commission as outlined in its
basic course, the successful completion of which shall be mandatory .

for any applicant for a certificate.

(c) “Certificate" means the basic certificate issued by the commission to
a peace officer who has met all the requirements set forth in this

chapter and by the commission.

(d) "Peace Officer" means all peace officers in Chapter 4.5 {commencing
with Section 830) of Title 3 of Part 2 of the Penal Code; however,
nothing in this chapter shall be applied to any peace officer who is
elected to his/her position, members of the California national Guard
as defined in Section 830.2 {c) of the Penal Code, and Reserve Auxil-
ilary or other peace officers as defined in Section 830.6 of the Penal .

Code.

Article 2. Commission on Peace Officer Standards

and Training

13527. The commission, consistent with the terms and provisions of this

chapter, shall have the following powers and duties:

(a) To establish and amend standards and procedures for the certification

of peace officer personneT.

(b) To adopt and amend appropriate rules and regulations to carry out the

provisions of this chapter. . .




{c) To develop or supervise the development of, and to administer,
objective examinations to measure subject matter knowledge and

equivalent training of applicants for a peace officer certificate.

{d) To prevent unqualified persons from becoming certificated peace

officers.
Certification

The Commission may issue certificates to all peace officers as defined in
this chapter first employed prior to January 1, 1982, who meet the

requirements established by the commission.

The commission shall grant certificates to all peace officers as defined
in this chapter, first employed after December 31, 1981, who meet the

requirements established by this chapter and the commission.

After December 31, 1981, the commission shall grant a certificate to any

applicant whose employing agency certifies that:

(a) The applicant has passed a thorough background investigation

conducted in accord with the regulations of the commission.

(b) The applicant has been examined by a Ticensed physician and has been

determined to meet the requirements of the commission.

(c) The applicant has been fingerprinted and a search has been conducted
of local, state, and national fingerprint files to disclose any

criminal record.



(d)

(g)

The applicant shall be employed by a police or sheriff's department

or department authorized by 1aw.

The applicant has passed a subject matter examination prepared by, or

under the direction of, the commission.
The applicant has met all other requirements of the employing agency.

The applicant has been endorsed by the employing agency.

Any person who has acquired equivalent training may take the subject

matter examination required by this chapter. The commission may charge

fees to defray the administrative costs of processing the examination for

these persons, provided the fees do not exceed the cost of preparing and

adninistering the test.

The commission shall deny a certificate to any applicant who:

(a)

(c)

Lacks the qualifications which are prescribed by Taw, or as

prescribed by the requlations adopted by the commission.

If physically or mentally so disabled as to be rendered unfit to
perform the duties aiuthorized by the certificate for which such

person applies.

Is dependent upon the use of controlled substances as defined in -
Division 10 (commencing with Section 11000) of the Health and Safety

Code.




(d)

(e)

(f)
6.
13542.

Has intentionally practiced or attempted to practice any material

deception or fraud in such person's application for a certificate.

Fails or refuses to furnish a completed background investigation

guestionnaire.

Has entered a plea of guilty or nolo contendere to,'or been found
guilty of, or been convicted of, a crime classified by statute as a
felony at the time the commission considers the application, or if a
crime committed in another state which if committed in this state
could be classified as a felony, or a crime involving moral turpitude
arising out of, or in connection with, or related to the activities
of such person in such a manner as to demonstrate unf itness to
acquire or hold a peace officer certificate, and the time for appeal
has elapsed or the judgment of conviction has been affirmed on
appeal, irrespective of an order granting probation following such
conviction, suspending the imposition of sentence, or of a subsequent
order under the provision of Section 1203.4 allowing such person to
withdraw his plea of guilty and to enter a plea of not guilty, or
setting aside the plea or verdict of guilty, or dismissing the

accusation or information.

Any peace officer re-employed after a break in service of more than
three years must requalify by taking the subject matter examination
and any indicated remedial training, regardless of whether or not

such peace officer possesses a certificate.

The commission shall deny a certificate to any applicant who comes

within any of the following classes:

-5-



(a)

(c)

Has been determined to be a mentally disordered sexual offender under
the provisions of Article 1 (commencing with Section 6300) of Chapter
2 of Part 2 of Division 6 of the Welfare and Institutions Code or

under similar provisions of law of any other state.

Has been convicted of any sex offense as defined in Section 44010 or

87011 of the Education Code.

Who is not employed as a peace officer at the time the certificate is

considered.

The commission is authorized to secure information, records, reports, and

other data relative to the identification or fitness of any applicant for

a8 certificate from ény Tocal agency or agency or department of the state

and for such purpose, any provision of law to the contrary notwithstanding:

(a)

(b}

The'Debartment of Justice sha11‘furnish, upon application of the
commission, all information pertaining to any applicant of whom there

is a record in its office.

The Department of Health shall furnish, upon application of the
commission and with the consent of the certificate holder or
applicant, all information and records pertaining to that person of

whom there is a record in its office.

The commission, upon written request of any agency employing peace
officers, shall release to that agency infdrmation and other data rel-
ative to the identification or fitness of any app11cént for a peace
officer position in the requesting agency, so long as such release by

the commission is not prohibited by any other pfovisioh of Tlaw.

P .

.




8.

10.

PR

Whenever satisfactory proof is presented to the commission by any person
to whom the commission has granted a certificate, that the certificate
issued has been lost, stolen, or destroyed, the commission shall issue a

duplicate of the certificate lost, stolen, or destroyed.

The commission, upon request, may make such inquiries as may be necessary
and may examine the files and records of any agency employing peace

officers described in this chapter.

The commission may revoke the certificate of any peace officer described

in this chapter whom the Attorney General determines:

(a) Has committed any act which, if committed by an applicant, would be

grounds for refusal to grant a certificate.

{(b) Has aided or abetted any person in the violation of any provision of

this chapter.
(c) Has violated any provision of this chapter.
Misdemeanor and Penalties

Any person who knowingly commils any of the following is guilty of a
misdemeanor, and for each offense is punishable by a fine of not more than
one thousand dollars ($1,000) or imprisonment in the county jail not to

exceed one year, or by both fine and imprisonment:

(a) Who practices or offers to practice as a peace officer in this state

without being certificated as required by this chapter.

-7-



(e)

{(q)

- {h)

(1)

(3)

Who presents or attempts to present as the person's own the

certificate of another.

Who permits another to use his or her certificate.

- Who knowingly gives false evidence of any material kind to the

commission, or to any member thereof, including the staff, in

obtaining a certificate.
Who impersonates a certificated peace officer.
Who uses, or attempts to use, a revoked certificate.

Who .uses the title of "certificated peace officer" without being

certificated as required by this chapter.
Who knowingly employs or causes to be employed, as a peace officer
subject to the provisions of this chapter, a person who is not a

certificated peace officer.

Who refuses, or fails, to return a certificate suspended or revoked

under the provisions of this chapter.

Who violates any of the provisions of this chapter.




Article 5. Report of Employments and Terminations

. 2. Any department or agency employing peace officers required to be
certificated under this chapter, shall report to the commission within 30
days of such employment the name of any certificated officer who is newly
employed by that agency, or whose employment terminates, after the

effective date of this chapter, upon a form provided by the commission.

3. Nothing in this chapter shall be construed to prevent the establishment by
Tocal agencies of personnel étandards higher than those established under

this chapter.

If any provision of this act or the application thereof to any person or

circumstances is heid invalid, such invalidity shall not affect other

provisions or applications of the act which can be given effect without
. the invalid provision or application, and to this end the provisions of

this act are severable.

8981A/29



13525.

(b}

13526.

(a)

CHAPTER 2 PEACE OFFICER CERTIFICATION APPENDIX B

Article. Llegislative Findings and Definitions

The Legislature finds and declares:

That the occupation of peace officer is a profession requiring
adherence to high standards of selection, education, special

training, and ethical conduct.

That the technical competence of persons practicing this profession
is a matter of the highest significance to the health, weifare, and

safety of the citizens of this state.

That the establishment and maintenance of high professional and
technical standards is best accomplished by the certification of

persons who are, or seek to become, peace officers.

That the recognition of peace officers as professionals having both
status and obligations beyond the temporary conditions of employ-
ment will further enhance observance of professional standards.

As used in this chapter:

wCommission" means the Commission on Peace Officer Standards and

Training.



(b)

(c)

{e)

"Sﬁbject matter examination” means an objective examination approved
by the commission to be used as an instrument to verify possession of
a sampling of the knowledge and skills as outlined by the commission
in its basic course, the successful completion of which shall be man-

datory for any applicant for a certificate who has completed a basic

course.,

"Basic Course Equivalency Evaluation means an objective examination
approved by the commission to be used as an instrument to verify
possession of the minimum knowledge and skills as outlined by the
commfssion in its basic course, the successful completion of which
shall be mandatory for any applicant for a certificate who has not

attended a POST basic course.

"Certificate" means the basic certificate issued by the commission to
a peace officer who has met all the requirements set forth in this

chapter and by the commission.

"peace Officer" means a peace officer member of a city police depart-
ment, a county sheriff's department, a regional park district, a
district authorized by statute to maintain a police department, the
California H&ghway Patrol, the University of California Police, the
California State University and Colleges Police, and a community

college police department.

. | i



Article ?. Commission on Peace O0fficer Standards

and Training

13527. The commission, consistent with the terms and provisions of this

chapter, shall have the following powers and duties:

(a) To establish and amend standards and procedures for the certification

of peace officer personnel.

(b) To adopt and amend appropriate rules and regulations to carry out the

provisions of this chapter.

{c) To develop or supervise the develcpment of, and to administer,
objective examinations to measure subject matter knowledge and

equivalent training of applicants for a peace officer certificate,

(d} To prevent unqualified persons from becoming certificated peace

of ficers.
Certification

1. The commission may issue certificates to all peace officers as defined in
this chapter first employed prior to January 1, 1984, who meet the

requirements established by the commission,

2. The commission shal) grant certificates to all peace officers as defined
in this chapter, first employed after December 31, 1983, who meet the

requirements established by this chapter and the commission.



3.

After December 31, 1983, the commission shall grant a certificate to any

applicant whose employing agency certifies that:

(a)

(c)

(e)

{(f)

{(9)

The applicant has passed a thorough background investigation

conducted in accord with the requlations of the commission.

The applicant has been examined by a licensed physician and has been

~ determined to meet the requirements of the commission.

The applicant has been fingerprinted and a search has been conducted
of local, state, and national fingerprint files to disclose any

criminal record.

The applicant shall be employed by a police or sheriff's department

or department authorized by law.

The applicant has completed a POST basic course and passed a subject
matter examination prepared by, or under the direction of, the

commission.

The applicant has successfully completed a POST-approved field

training program.

The applicant has met all other requirements of the employing agency.

The applicant has been endorsed by the employing agency.



Any pe}son who has acquired eguivalent training may take the basic course
equivalency examination required by this chapter. The commission may
charge fees to defray the administrative costs of processing the
examination for these persons, provided the fees do not exceed the cosf of

preparing and administering the test.
The commission shall deny a certificate to any applicant who:

{a) Lacks the qualifications which are prescribed by law, or as

prescribed by the regulations adopted by the commission.

(b} If physically or mentally so disabled as to be rendered unfit to
perform the duties authorized by the certificate for which such

person applies.

(¢) 1Is dependent upon the use of controlled substances as defined in
Division 10 (commencing with Section 11000) of the Health and Safety
Code.

(d) Has intentionally practiced or attempted to pfactice any material

deception or fraud in such person's application for a certificate.

(e} Fails or refuses to furnish a completed background investigation

gquestionnaire.



(f)

13542.

(a)

Has entered a plea of guilty or nolo contendere to, or been found
guilty of, or been convicted of, a crime classified by statute as a
felony at the time the commission considers the application, or if a
crime committed in another state which if committed in this state
could be classified as .a felony, or a crime involving moral turpitude
arising out of, or in connection with, or related to the activities
of. such person in such a manner as to demonstrate unfitness to
acquire or hold a peace officer certificate, and the time for appeal
has elapsed or the judgment of conviction has been affirmed on
appeal, irrespective of an order granting probation following such
conviction, suspending the imposition of sentence, or of a subsequent
order under the provision of Section 1203.4 allowing such person to
withdraw his plea of guilty and to enter a plea of not guilty, or
setting aside the plea or verdict of guilty, or dismissing the

accusation or information.

Any peace officer re-employed after a break in service of more than
three years must requalify by taking the subject matter examination
and any indicated remedial training, regardless of whether or not

such peace officer possesses a certificate.

The commission shall deny a certificate to any applicant who comes
within any of the following classes:

Has been determined to be a mentally disordered sexual offender under
the provisions of Article 1 (commencihg with Section 6300} of Chapter
2 of Part 2 of Division 6 of the Welfare and Institutions Code or

under similar provisions of law of any other state.



{(b) Has been convicted of any sex offense .as defined in Section 44010 or

87011 of the Education Code.

{c) Who is not employed as a peace officer at the time the certificate is

considered.

The commission is authorized to secure information, records, reports, and
other data relative to the identification or fitness of any applicant for
a certificate from any local agency or agency or department of the state

and for such purpose, any provision of law to the contrary notwithstanding:

{a) The Department of Justice shall furnish, upon application of the
commission, all information pertaining to any applicant of whom there

is a record in its office.

(b) The Department of Health shall furnish, upon application of the
commission and with the consent of the certificate holder or
applicant, all information and records pertaining to that person of

whom there is a record in its office.

The commission, upon written request of any agency employing peace
officers, shall release to that agency information and other data
relative to the identification or fitness of any applicant for a
peace officer position in the reguesting agency, so lTong as such
release by the commission is not prohibited by any other provision of

1aw.



10.

Whenever satisfactory proof is presented to the commission by any person
to whom the commission has granted a certificate, that the certificate

issued has been lost, stolen, .or destroyed, the commission shall issue a

duplicate of the certificate lost, stolen, or destroyed. .

The commission, upon request, may make such inquiries as may be necessary
and may examine the files and records of any agency employing peace

officers described in this chapter,

The commission may revoke the certificate of any peace officer described

in this chapter whom the Attorney General determines:

{a) Has committed any act which, if committed by an applicant, would be

grounds for refusal to grant a certificate.

(b} Has aided or abetted any person in the violation of any provision of ' . _

this chapter..
(c) Has violated any provision of this chapter.

Misdemeancor and Penalties

Any person who knowingly commits any of the following is guilty of a
misdemeanor, and for each offense is punishable by a fine of not more than
one thousand dollars ($1,000) or imprisonment in the county jail not to -

exceed one year, or by both fine and imprisonment:

(a) Who practices or offers to practice as a peace officer in this state

without being certificated as required by this chapter. .

8-




(d)

(1)

(3)

Who presents or attempts to present as the person's own the

certificate of another.

Who permits anoiher to use his or her certificate.

Who knowingly gives false evidence of any material kind to the
commission, or to any member thereof, including the staff, in
obtaining a certificate.

Who impersonates a certificated peace officer.

Who uses, or attempts to use, a revoked certificate.

Who uses the title of "certificated peace officer"” without being

certificated as required by this chapter.

Who knowingly employs or causes to be employed, as a peace officer

~subject to the provisions of this chapter, a person who is not a

certificated peace officer.

Who refuses, or fails, to return a certificate suspended or revoked

under the provisions of this chapter.

Who violates any of the provisions of this chapter.



Article 5. Report of Employments and Terminations

2. Any department or agency employing peace officers required to be
certificated under this chapter, shall report to the commission within 30 \.
days of such employment the name of any certificated officer who is newly
employed by that agency, or whose employment terminates, after the

effective date of this chapter, upon a form provided by the commission.

© 3. Nothing in this chapter shall be construed to prevent the establishment by
local agencies of personnel standards higher than those established under
this chapter nor to prevent the local administering of disciplinary

action, including dismissal.

If any provision of this act or.the application thereof to any person or

circumstances is held invalid, such invalidity shall not affect other

provisions or applications of the act which can be given effect without .
the invalid provision or application, and to this end the provisions of

this act are severahble.

8981A/29
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State of California Department of Justice

Memorandum

®
:POST COMMISSION : Date : gyiy 2, 1981

Sty
Long-Range Planning Committee,ﬂ\ Trives, Chairman
From : Commission on Peace Officer Standards and Training

Subject:Task Force on New Organizational Concepts

The stated purpose of this Task Force is to develop position papers and
strategies for implementing consolidation, regionalization, more efficient use
of nonsworn personnel, regional selection procedures, and new career ladders.
Recommendations are directed to Phase I - New Organizational Concepts. The
Task Force has submitted only one recommendation which is described fully

in the attached staff report.

The Professionalization Coordinating Committee has submitted recommendations

from this and other Sumposium follow-up task forces for review by POST, CPrOoaA,
. and PORAC. The Commission has asked the Long-Range Planning Committee to

review them and to recommend Commission action. S |

The Long-Range Planning Committee met on June 19th for that purpose and with

the assistance of the staff review is recommending the following action on the
recommendations of the Task Force on New Organizational Concepts:

Recommendation

As a long-range goal, consolidate police services in California so as to form a
system in which the State is divided into geographic areas, each served by a
locally managed police force; all of the forces by law comprising the statewide
system.

Staff Analysis: The concept has merit but implementation is beyond the Commis-
sion's authority. (Refer to the attached Agenda Item Summary Sheet for further

analysis.) )

MOTION: To refer the report back to the Coordinating Committee to assess

. whether police professional associations, the Legislature, local government, and
other appropriate groups should be asked to review the feasibility and acceptance
of this concept.



Coemmission on Peace Officer Standards and Training

Q_ . AGENDA ITEM SUMMARY SHEET
genda item Title Meeting Date
Task Force on New Orqanizational Concepts - Recommendations [July 16/17, 1981
Division : Division Dife proval Hesearched By ) M=
Management Counseling (; George W. YWilliams
Executive Director Approval Date of Approv Date of Report
May 29, 1981 ‘
Purpese! pecision Requested m Information Cnly [j Status Report[ |  Financial Impact Yes (ig: BT %:?

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDA 3_10f\"5-
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. (e.g., ISSUE Page ).

ISSUE

The Task Force proposes that as a 16ng range goal, local police services in
California should be. organ1zed into a number of police forces, each of which
being respons1b1e for a major geographic or, retropolitan area; all of whxch forces
to comprise a statewide policing system.

BACKGROUND

As a result of the Symposium on Professional Issues in Law Enforcement, held in

Sacramento on Octeober 1-3, 1980, the Task Force on Mew Organizational Concepts

’ was formed. The Chairman of this group is John M. Dineen,. Chief of Police, Millbrae,

the other members of the Task Force are David H. Swim, President, Stockton Police

Officers Association, Bob Foster, President, Oakland Police Officers Association,
€. M. (Mike) Schliskey, Westminster Police Officers Association, Alan L., Wallis,
Deputy Chief City of Simi Valley Police Department, Eucene B. Hansen, Commander,
Santa Ana Police Department, Arch Scheffel, Chief of Operations, San Joaquin Sheriff
Department, 0.R. (Ray) Shipley, Chief of Po11ce Eureka Police Department, Lou
Reiter, Deputy Chief, Los Angeles Police Department _

The Task Force met on three occasions (2-18-81, 3-10-81, 4 2-81) regarding this
issue.

The first phase of the Task Force's assignments was: Consolidation and Reqionalization.
The findings and recommendations of the Task Force are expressed in this report.

ANALYSIS

The Task Force reviewed the literature and personal awarenesses regarding numerous
consolidation or regionalization approaches, that have been either pronosed or
implemented in California or the Nation., Particular attention was given to approaches
for providing operational or sunnort services for local law enforcement jurisdictions
jointly., The Task Force observed that these anproaches do not necessarily quarantee
cost savings but may and frequently do result in greater effectiveness or efficiency.
Because it did not want to merely reiterate what has often previously been recom-
mended by others the Task Force decided upon a broader concept as its recommendation:
police services in California should be consolidated so as to form a system in
. which the state is divided intc geoaraphic areas, each served by a locally managed
police force. All of the forces, would by law, comprise the statewide system.

Utilize reverse side if needed

POST 1-187



2.

In the system approach the fractionalization of law enforcement would be eliminated, .
permitting coordinated and consistent services and professional competency throughout
the state. For example the system would provide consistent financing, organizing,

and staffing, It would also provide for statewide inspections to insure standardized
operations and procedures i.e,, for selection of personnel, training/education,
compensation, benefits, equipment, supplies, uniforms, terminology, and career
development and opportunities,

The people throughout the state of California the Task Force believes could be ' -
provided a greater assurance of equal protection - at least on the basis of the
provision of uniformly manaqged and operated police services.

The Task Force recognized that the attainment of the police system-objective can

only be achieved by resolving substantial economic and political problems; and

that during the transition, the utility of the ultimate objective can be demonstrated
by encouraging the regionalization of police operational and support activities

such as investigations, records, communications, special enforcement, purchasing,
training, personal selection, etc.

POST staff has considered the recommendation of the Task Force and also share

the concerns expressed regarding the resolution of the anticipatedly substantial
~economic and political problems that could arise. Staff is in agreement also

that greater support and encouragement should be given to the initiation of the
regionalization of police operational and support activities as recommended by

the Task Force. Staff believes that in some settinags, consolidation of police
Jjurisdictions could also be encouraged. Regionalization and consolidation efforts
‘would hopefully more effectively serve the public, If this, in fact, is the result,
these efforts would also serve to demonstrate the probability of the effectiveness
of the police system approach. '

Staff is aware of a number of democratic countries throughout the world that have
operated highly respected police services on the systems basis, It is unknown

. as to whether the receptivity of the concept by the public and police, or the
social, economic and political conditions are conducive to the success of the
concept here, :

Thus, open active discussion may be appropriate for the purpose of assessment

of feasibility and to explore and define the scope, organizational design, funding,
local and state legislative requisites, geoaraphic and population considerations,
staffing and facilities, timing and transition plans, as well as for engaging

in appropriate local political and educational activities.

RE COMMENDATION -

Refer the Task Force recommendation to the Symposium Coordinating Committee, to
determine if there is a desire that the police system concept be carefully examined
by police professional associations, the Legislature, local government, and other
appropriate groups and bodies, to determine the feasibility and acceptance of

the concept.



Commission on Peace Officer Standards and Training

AGENDA ITEM SUMMARY SHEET

:nda Item Title

"TASK FORCE ON RETENTION STRATEGIES

Meeting Date

July 16, 1981

Division

Special Projects

Division Director Approval

Re seagched By

Brooks W. Wilson

Executive Director Approval

’)'].@gm'\«afr\ (. Pothan

Date of Approval

V- 1-5

Date of Report

June 26, 1981

Purpose: pecision Requested E
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Information Only[:l ae Analysis
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In the space provided below, briefly describe the ISSUES, BAGCKGROUND, ANALYSIS and RECOMMENDATIONS.
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. . . :

(e.g., ISSUE Page______ ).

ISSUE

L

Approval of the recommendations of the Task Force on Retention Strategies.
BACKGROUND

This Task Force was appoiﬁted as a result of the October, 1980, Symposium on
Professional Issues in Law Enforcement to address the issue of retention of
gualified personnel. ’

ANALYSES

The Task Force has developed a report analyzing attrition rates in California
law enforcement agencies along with general causes and remedies. This report
.and an executive summary is included as an attachment to this agenda item. The
study and report has generated four recommendations. The Professionalization
Coordinating Committee supports the recommendations and additionally recommends
publication and distribution of the report. The Task Force recommendations
are:

1. It is recommended that POST assume responsibility for gathering attrition
data from local agencies on an ongoing basis for the purpose of monitoring
police attrition. This information should be disseminated to all agencies

annually.

Tt is recommended that POST develop a regionalized concept of written
testing and physical agility and the development of an eligible list .
should be explored and implemented. Such lists should be utilized in
association with Qualification Appraisal Panels of individual agencies.

It was strongly recommended that POST establish, as a minimum standard,
the requirements and appropriate minimum passing level for reading and
. writing tests developed by POST.

It is recommended that Lateral Mobility should not specifically be en-
couraged or discouraged, but should be open as an option for individual
agencies. POST, in connection with its study of attritional data, should
analyze lateral mobility through its computerized data bank to determine

its implications and impact over the next ten years. T

(OVER)

Utilize reverse side if needed

POST 1-187



‘The report and the above Task Force- recommendations have notlbeen.reviewed.;v

by staff.

RECOMMENDATTON

It is recommended that the Commission refer this report to staff for
The Commission may wish to also refer the report to

and evaluation.
Long Range Planning Committee,
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fASK FORCE ON RETENTION STRATEGIES

The Relcntlon of Quallflcd PorPOﬂnel

EXECUTIVE SUMMARY i !

Although there has been an increase in activity in the process of recruit-
ing ond selecting personnel for careers in law enforcement, surprisingly
iittle atteniion -has been given to the retention of qualified people.
Obviously, there is a need for masnagers to be concerned about personncl
attrition because each individual who separates from the police service
creates a vacancy which must be filled.

While zero attrition is unhealthy and stagnating, it is clear thet a
high attrition rate has an equally, if not greater, negative impact.
Agencies with unacceptably high attriticn rates are apt to find their
manapgement is handicapped and their effectiveness reduced by a lack of
personnel to deploy and a lack of mobility of personnel within: the orgen-
ization. The community at large suffers due to the loss of expericnced
personnel, both by those leaving the agency and those having to be as-
signed to the hiring process and thus not then available for law enforce-
ment activities, and by the general inexperience of newly hired personnel
within the community. A cormunity can find it extremely frustrating to
constantly re-educate members of the policing agency on their needs,

The cmployees remaining with the agency suffer due to increased work loads,
unavaiiability of time off and the inability to move from one job assign=~
ment to another, all of whlch affect morale,

Perhaps the most important effect of a high attrition rate is the increased
expenses incurred by the employer in the processes of recruiting, testing,
conducting background investigations, hiring,. and training the new employ~-
ees. Even if this increase in spending does not actuzlly increase the
agency's budget, monies are spent in this area which could otherwise be
used more effectively elsevhere including application to employee compen-
sation packages or application in diversified enforcement techniques. It
is a much cheaper proposition to retzin qualified personnel than to pour
thousands of dollars into a recruitment, selection, and training program.
It is just plainly more cost effective.

Attrition rates for sworn officers range all the way from 2% to 45% with

cities and counties well dispersed between these extremes.

To put these percentages in perspective, a high rate can mean a 100% turn-
over in personnel every five to six yecars or less. Recognizing that some
amount of attrition is not detrimental and, in fact, is desirable, each

agentcy should review jts attrition rate to determine acceptsbility.

The Internatirnal Asscciation of Chiefs of Police suggests that a seven

to ten percent attrition rate is not unreasonable and may actually provide
a certain sense of vitality to an organization that helps prevent stagna-
tion, Whether a seven to ten percent attrition experience is acceptable



to an individual agency can only be dectermined by each individual agency,
but attrition does cost money and one must assess whether the benefits of
a mild attrition experience outweigh that perceived benefit,

Each department must review its own causes of attrition to determine if
the causes are (1) desirable, and (2) if not, may they be impacted so as
to reduce them. Some.balance of acceptable attrition must be found. It
provides the greatest opportunity for organizational health, while pro-
viding 'for community stability and continuity. Generally speaking, if

an agency is experiencing any attrition which is pot desired, then the
agency has a problem to some degree and it would seem beneficial to re-
duce that portion of the agency's turnover. ' ‘ '

~ In discussing possible remedies for an unacceﬁtable attrition rate, it

is important to bear in mind that each individual agency and the employ-
ees in that agency may be affected by considerations which are not uni-
versal. By their very nature, some topics discussed in this report may

be inapplicable to one agency or anether or to one employee or another.

In light of this individuality, it is important that we utilize a general-
istic approach and note that the topics considered should not be construed
to be impositions of any procedure or practice not otherwise acceptable

to both the employer and employees in a given jurisdiction. Rather, these
topics should be suggestive of areas to explore, if applicable, in order
to reduce attrition. An agency may adopt one or more of the general con-
cepts expressed and then modify or form specifics in order to reach a de-
sired end result.

In attempting to identify the reasons for the attrition, it was also dis-
covered that these varied from agency to agency, thus making it very dif-
ficult to develop a set of retention strategies that would have universal
application.

The Task Force has attempted to synthesize and identify those areas that
appear to be the most frequently occurring problems contributing to at- '
trition and develop general approaches that may be considered by indivi-
dual agencies in response to individual needs.

Although eachsingular cause for separation may have a correlative cause
and the chain of causes which ultimately prompts an employee to leave .

'may never be properly and separately identified, there appears to be
three general areas or categories within which these causes lie. These
categories are (1) environmental considerations, (2) economic consider-
ations, and (3) general job satisfaction,

The Task Force has identified the problem which is the failure in some
agéncies to retain qualified personnel. The desired solution, of course,
ig to slow attrition to an acceptable rate and retain individuals who are
qualified to remain in the police service.

This paper suggests alternatives and options which may be utilized in
reaching the desired solutions.

I,



ENVIRONMENTAL CONSTDERATIONS

Environmental aspects of a job are probably most difficult to deal with.
For obvious reasons, items such as congestion and smog seem to be incor-
reetable for the most part. Indeed, in large metropolitan areas, for
example, there may be little that can be done to reduce the effect, but
in most instances it may be possible to reduce these extrinsic factors
as to their cffect upon the individual employces.

Agencies can re-cvaluate residency requirements, provide housing avail-
ability counseling, and improve the structural environment which includes
vehicle comfort and maintenance, department faciljties, and communications
systems.

ECONOMIC COMSIDERATIONS

As to the factors which might motivate an employee to leave the job, gen-
eral economics must certainly be rated high. In some situations, the
economic pressures affecting an employee may be such that an employer can

do nothing to remedy the situation; however, it would seem that in the
greater number of instances, the employer could affirmatively address an
employee's economic problem in some fashion or another.

Salary and fringe benefits together with enhanced spendability of salaries
were considered with maximum tax avoidance or tax deferred benefit to the
employee. It appears that the future will involve the concept of total
compensation with the selection of cafeteria style benefits. Associated
with such benefits are general leave time, sick leave buy back, sabbatical/
educational leave, subsidized housing, creative financing, furnished vehicle
and fuel, vehicle purchase and lease back, commute stipend, financial counsel-
ing, and disability retirement. '

" JOB SATISY¥ACTION

Related to this concept of expectations and job satisfaction is a wide
body of information on morale and organizational theory.

It is the responsibility of police administrators and supervisors to create
and maintain an environment that provides for maximum employee motivation,
effectiveness, and job satisfaction.

Considered under this category are the areas of the paramilitary style of
management, employee performance, communication channels, resclution of
conflict, pre-employment counseling, career development, discipline, man-
agement considerations, political environment, support, public image of
police, scheduling, equipment, and training snd development.

LATERAL MOBILITY

The effect of lateral mobility on attrition is discussed at length. Such
mobility, most frequently experienced at the top and bottom of the rank
structure, is tending to move toward the middle ranks. Barriers to lateral
mobility should be climinated whenever possible.

-3-



SELECTION PROCESS

The selection process has been described as much too long and.cumbersome.
There has been much concern for duplication of efforts by many agencies,
Another criticism of the current selection processes is that there are
too many regulations and restrictions forced on the recruitment ond pro-
motional systems. The.interference into local hiring practices by both
state and federal authorities has lasting effects on the ultimately se-
lected and retained personnel.

Serious consideration should be given to regional application and test-’
ing pools to establish active lists that employers could draw from quickly.
This concept might both reduce the time necessary to process prospective
employees and develop more universally accepted requirements.

Open academy enrollment should be encouraged to develop a greater pool of
available candidates for employment. The concept which was originally
resisted, is now becoming a reasonable solution to attracting qualified
personnel at a reduced cost to the agency.

CONCLUSION

This paper is not intended to be an exhaustive, thoroughly researched
treatise on the subject of employee attrition. The purpose and intent
is to increase ‘'the awareness of the attrition problem in the police ser-
vice and provide a description of some strategies which might be con-
sidered in an effort to reduce unacceptable attrition rates.

While various areas or municipalities in the state experience different
rates of attrition, there is a need for those responsible for public
safety to be aware of the problem in the hope that it may be better con-
trolled. Some municipalities report attrition rates well above the
I.A.C.P. recommended ten percent level which may indicate a serious re-
tention problem.

The key to employee retention appears to involve both economic and non-
economic. issues. While a number of excuses can be raised in this post
Proposition 13 era with regard to salary and fringe benefits, there ex-
ists a responsibility to provide a fair and competitive package for em-
ployees so that they will not be attracted to other job markets.

.With regard to salary and fringe benefit items, there are a number of
innovative measures discussed to improve the employees overall compen-
sation position. Some of those measures are also favorable to the local
municipality. Specifically, items which enhance employee spendability
while reducing cash outlays by government. Both the agency and the mu-
nicipality benefit from such plans. '

Another major area of discussion focused on emplojee satisfaction. Survey
information collected by the Task Force supported the theory that many
employees leave because they are dissatisfied. Those leaving are not
necessarily the least desirable employees. A majority of those leaving
are entering the private sector. While this increase in attrition for

i
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reasons of dissatisfaction has been octurring, there has been an increase
in recruitment and selection activity. Yet surprisingly little effort has
been made to retain qualified people by reducing their dissatisfaction and
increasing their satisfaction. Such an effort can be accomplished by re-
ducing those factors which increase employee anxiety and frustration. The
idealistic expectations of those entering the service must be brought
closer ko reality.

In this connection, it is the respeasibility of police administrators and
employee organizations to create and maintain a climate which provides for
maximum employee motivation, effectiveness, and satisfaction. This may .
well mean a modification or departure from past notions of the paramilitary
nature of the police organizaticn model. Employee morale must be enhanced
in order to improve satisfaction. Much of today's employee dissatisfaction
stems from inaccurate expectations of the job or the individual's future
with the organization. Motivation can be restored through a variety of
methods including career development, discipline, and greater communication
throughout the organization. Some other areas discussed in this paper dealt
with the public image of the police service, the political environment, and
adequate equipment.

An increasing concern for personal safety on the part of the public has
enabled political leaders and administrators te focus on law enforcement
needs. One basic need of any agency is for qualified personnel to carry
out the purpose of the organization. For that reason alone, if for no
other, it is imperative that some serious attention be given to the re-
tention of qualified personmnel. It not only makes good economic sense,
it makes good management sense.

MAJOR RECOMMENDATIONS FQOR POST

1. It is recommended that POST assume responsibility for gathering

' attrition data from local agencies onm an ongoing basis for the
purpose of monitoring police attrition. This information should
be disseminated to all agencies annually.

2. It is recommended that POST develop a regionalized concept of
written testing and physical agility and the development of an
eligible list should be explored and implemented. Such lists
should be utilized in association with Qualification Appraisal
Panels of indiwvidual agencies.

'3. It was strongly recommended that POST establish, as 2 minimum

standard, the requirements and appropriate minimum passing level
for reading and writing tests developed by POST.

4. It is recommended that Lateral Mobility should not specifically
be encouraged or discouraged, but should be open as an option
for individual agencies. POST, in connection with its study of
attritional data, should analyze lateral mobility through its
computerized data bank to determine its implications and impact
over the next ten years.



TASK FORCE ON RETECNTION STRATEGIES

The Reicention of Qualified Personnel

There was a time not so long ago when the labor market for police applicants
was viewed as one of pienty. licst agencies could pick and choose their future
employees without much cencern about locating qualified individuais. But in
the Tate sevgnties th{ngs began to change. Police work lost its
atiractiveness and glamour to many in the labor market and they went off to
seek employment elsewhere. The reasons for this change can only be speculated

by recruitment specialists, but they may include ﬁhe following:

0 A decline in applicants with a public service orientation. The era of
. " "me-ism" had developed people who wanted only to take care of their

own self-interests.

0 Changes were perceived in fhe police role. The police had monitored
civil rights protesiors in the sixties, saved cities’in urban riots,
and battled war protestors in the late sixties and early seventies.
‘The police became the focus of attention with questions on.the use of

force by officers.

o A decline cccurred in the post-war “"baby boom", prompting a dectine in

the population entering the job market.
o A decreasing number of young men entered the military service.

o While the day-to-day role of policing had not Tost its excitement,



cynicism had grown within the profession because of unfavorable court

decisions and media portraya]é of the police as cold and inhuman,

0 The growing problem of crime and violence in America, especially in

large urban areas, also contributed 10 a declining interest.

While all these adverse elements were at play in the world, a greater emphasis
on job standards, job re1e§ancy; and validated testing in the selection
process vwas being demanded by federal and state regulatory agencies. Many
iraditional job standards were changed and perscnnel tesﬁs vere modified.

Some police agencies were required by court ordered consent decree to hire
specific percentages of peoh1e based upon_ethnic or gender é?assification.
height standards, inte]iigeﬁce testing, medical standards, and age limitations
:were all the subject of review; Yet, during all this change, the objective of
police se]ectfou remaired the same---to select individuais who could
satisfactorily perform the duties of & police officer and protect and serve

“thE‘residents of the lecal community.

Although there has been an increase in activity in the process of recruiting
and selecting personnel for careers in law enforcement, surprisingly little
attention has been given to the retention of qualified people. Obviously,
there is a need for managers to be.concernéd'about personnel attrition because
each individual who separates from the police service creates a vacancy which

'must be filled.

Hhile zero attrition is urhealthy and stagnating, it is clear that a high
attrition rate has an-equally, if not greater, negative impact. Agencies with
dnacceptably high attrition rates are apt to find their management is

'handicapped and their effectiveness reduced by a lack of pefsonnel to deploy
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and a lack of wmobility of personnel within the crganization. The community at
large suffers due to the loss of experienced personnel, both by those leaving
the agency and those heving to be assigned to the hiring process and thus not
available for roubtine Taw enforcement activities, and by the general

inexperience of newly hired personnel within the community. A community can

find it extremely frustrating to censtantly re-educate members of the policing

aggency on their necds.
The employees remaining with the agency suffer due to increased work Yoads,
unavailability of time off and the inzbility to move from one job assignment

to another, all of which affect morale. . _ ’ ,

Perhaps the most important effect of a high atirition rate is the increased

expenses incurred by the empleoyer in the processes of recruiting, testing,

conducting background investigaticns, hiring, and training the new emplcyees.
Even. if this increase 1in spending does not actually increase the agencyﬁs
budget, monies are spent in th%s area which could otherwise be used more
effectively efsewhere including employze compensaticn packages or §n
diversified enforcemeht techniques., It 1s a much cheaper proposition to
retain gualified personnel than to pour thousands of dollars into a
recruitment, se?éction, and'trainﬁng program. It is just plainly more cost

effective.

The Task Force on Retention Strategies conducted surveys ¢f over 125 agencies
within the state in an attempt to ascertain the actual exuorience in the area
of Police attrition and retention difficulties. The resuits of these surveys
disclosed a wide diversity of experiences within agencies from throughout tHe
state over the past three years., Attrition rates for sworn officers range all
the way from 2% to 45% with cities and counties well dispersed between these

extremes.
-3-



To put these percentages in perspective, a high rate can mean a 100% turnover
in personnel every five to six years or less. Recognizing that some amount of
attrition is not detrimental and, in fact, is desirable, each agency should

review its atirition rate to determine acceptability.

The International Association of Chiefs of Police suggests that a seven to ten’

percent attrition rate is not unreasonable and may actually provide & certain
sense of vitality to .an organization that helps prevent stagnation. Whether a
seven to ten percent atirition experience is acceptable to an individual
agency can only be dgtermined by each'individna1 agency, but attrition does
cost money and one must assess whether the benefits of a mi1d attrition
experience outweigh ithat perceived benefit,

An individual agency's percentage must be analyzed. Specifically, two
‘separate categories of attrition should be considered: fTirst, attrition which
4s a result of desirable causes or non-preventable causes such as regular re-
tirements anq second, attrition which is a result of non-desirable causes or
causes which might be affirmatively dealt with, such és.medica1 retirenents,
job dissatisfaction and economic considerations. Each départment nust review
its own causes of atfrition to determine if the causes are (1) desirable, and
(2) if not, may they be impacted so as to reduce them. Scme balance of
acceptable attrition must be found. It prdﬁides the greatest opportunity for
organizational health, while providing for community stsbility and

continuity. Generally speaking, if an agency is experiencing any attrition
which is not desired, then the agency has a problem to scue degree and it

would seem beneficial to reduce that portion of the agency's turnover.



It should be pointed out that those leaving the Taw enforcement profession are
not, necessarily, the least desireable employees. HNor are all of those
leaving one policing agency, just relocating to another agency. fhe data from
several local agencies indicate that approximately 40% of those separating
from one agency seek employment with another department. That means that a
majority of those officers leaving the police service before retirement are
going to private emp]oyment, some into private security. The reasons for the

attrition need to be examined.

In discussing possible re@edies for an unacceptable attrition rate, it is
important to bear in mind that each inﬁividua1 agency end the employees in
that agency may be affected by considerations which are not uniﬁersa1. By
their very nature, scme topics discussed in this report may be inapplicable to
one agency or ancther or to one employee or another. In light of this indi-
viduality, it is important that we utilize a generalistic apprcach and note
that the topics considered should not be construed to be impositions of any
procedure or pracitice not otherwise acceptable to both the employer and
employees in a given jurisdiction. Rather, these topics should be suggestive
of areas to explore, if applicable, in order to reduce attrition. An agency
may adopt one or more of the general concepts expressed and then modify or

form specifics in order to reach a desired end result.

In attempting to identify the reasons for the attrition, it was also
discovered that these varied from agency to agency, thus making it very
difficult tc develop a set of retention strategies that would have universal

applicaticn.

The Task Force hes attempted to syrnthesize and identify those areas that

appear to be thé most frequently occurring problems contributing to attrition
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and develop general approaches that may be considered by individual agencies

in response to individual needs.

R though each singular cavse for separation may have a correlative cause and
the chain of causes which ultimately prompts an employce to leave may never be
properly and separately identifed, there appears to be three general areas or
categories within which. these causes Tie. These categories are (1)
eivironmentsl considerations, (2) econcmic considerations, and (3} ¢eneral Job

saticfaction.

EIN IRONMENTAL

Environmental aspects of a job are prebably most difficuli to deal with. For
obvious reasons, items such as congestion and sinog seem to be incorrectable
for the most part. Indeed, in large metropolitan arcas, for example, there
may be little that can be done to reduce the effe;t, but in most instgnces it

‘may be possibie to reduce these extrinsic factors as to their effect upon the

individual emplioyees.

Recognizing the fact that employees Teaving an. agency may ovten cite
congestion, smog, or general living conditions as a cause for their
separation, it seems unlikely that we are going to eliminate smog or

congestion. We may be able to separate the employee, at lecast in the

employee's off-duty time, from the smog or congestion. If an agency has the .

unfortunate reality of experiencing this problem, it may wish to explore ways'
in which tc maké it easier for employees to reside outside the burdensome
area. Certainly, a "residency fequireﬁent" may be inappropriate if it
mandates that an employee must continually be withih such @i environment.

Reducing’ the time that an cmployee is subjected to the physical and mental
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stresses found within such an environment may help to reduce attrition caused

by this factor.

Klowing an employee to reside some distance from the job site may have an
ecoromically adverse aficct as a result of money and time spent in cemmuting,

however.

Upon initial hiring, one method which may alleviate some of the preblems is to
provide some type of housing counseling to new empleyees. This might include

such things as:-identifying the more desirable locations in which to live.

Subsaquent to empioyment, some econcmic consideration might be given to a

commuting employee.

i second area of contention with many officers is structural environment.

This includes such areas a-vchicle comfort end maintenance, department
facilities, and communications systems. Since most officers spend a majority
of their time working from their patrol vehicles, it may bz highly benzficial
to improve their physical comfort. This may include improved seating
structure and durability, leg room, interior lighting, and placcment o7 needed
equipment. Because of the emergency nature of vehicle use, patrol vehicles
tend to facé greater degrees of mechanical abuse. Insuring that vehiéies are
properly maintained appears to communicate to the officer a sense of

“caring". Depa}tment facilities not only provide a functicnal aspect, but may
viork to brihg about a certain amount of pride in the organization. Specific
areas of concern may revolve around adequate Tocker room/shower facilities,
briefing room, coffee shop, exercise room, and report writing area; atl of
which may add to officer comfort. Since radio communications is viewed by
most as the officer's "lifeline”, steps need to he taken %o insure

responsiveness to operational needs. Suggestions may include portable radios

-
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to improve the officers safety, added frequencies to lessen radio traffic per

channel, or an improved method of radio use.

Khile environmental aspects can never be'tota11y eradicated, anything that can
be done to depreciate the adverse cffects of the job may add to the cmployee's

productivity and efficiency.
FCONOMIC

As to the factors which might motivate an employee to leave the job, cenereal
economics must certainly be rated high. On some occasions, the econcmic
pressures affecting an‘emp1oyee may be such that an employer can do nothing to
renedy the situation, however, it would seem that in the greater number of
jnstances, the employer could affirmatively address an employee's economic

-problem in some fashion or another.

Many argumehts mnay be madé on each side of the economic_iésue and,‘depending
upon the politics of the‘day, some jssues seem to appear more often than
others. Everyone is concerned about the post Proposition 13 and general tex-
reduction-era effects‘upén local budgets. The general pubiic feeling that
public employees are overfcompenéated is another factor as well as the cencept
that no matter to what extent the economic compensatiom moy be elevated, the_

employee will always continue to desire more.

The other side of the coin, of course, is that the nonavs? abi1ity of funding
as a result of Propostion 13 and other tax-reduction meassies is to some
extent illusory. Increasing employee benefits which in #urn offset the cost
of attrition and inservice factors such as the higﬁ usagz of sick time or

injured-on-duty exvense may ultimately save the jurisdiction money. It scems

-
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sate to conclude that an employee who is in an adverse economic situation
woutd be more likely to be dissatisfied with the job and/or overworked either
by overtime spent at the job or secondary employment. This dissatisfaction
and/or excessive work schedule has an adverse effect on the employee's health
{phivsical and wmental) which in turn may be causstive, at least in part, for an
increased usage of sick leave or injured-on-duty time off, decreased produc-
tivity, and lowercd morale. Having employees unable to worlk as a result of
‘being cut on paid sick leave or injured-on-duty accounts for a large expen-
diture annually.

The concepts of an employee continuing to desire more compensation regardless
of any Tevel attained, although a fact which probably cannot be disputed,
should be qualified. There is no reason why, in this era of increasing demand
upon the employees and increasing inflation, that the employees compgnsation
should not increase accordingly. Furthermore, there is absolutely nothing
wrong with any person, including public employees, from-atiempting-to increase
their competitive financial position in order to attain or to meet the

requirenents of their desired Tifestyle.

Considering economic issues, an argument can be made that agencies should be
competitive with other jurisdictions within the job market. In comparing
police services to private industry, we have great difficulty in recognizing
any other employment classsification which is as diversified and specialized
as the police officer function. We have a tendency, therefore, to compete
with other police agencies. W¥hile we operate in the‘curfent arend of contract

negotiations, comparisons will always be drawn among the various jurisdictions.

Certainly, employees within one jurisdiction, wherein the éompensation is

'noticeab1y lower than surrcunding agencies, will be subjected to a negative

.



pressure adversely affecting morale and this adversity will negatively impact
retention. It is interesting to note, however, that in the attrition rate

survey fm; the County cof 'Santa Clara, the agency with the highest attrition .
rate happens to be one of the highest paying agencies in the entire San Fran- |

cisco Ray Area.

If an agency is going to compete with other Jjurisdictions, it would seam best
to compete based upon a total compensation figure rather than a salary figure.

The diversity in application of total compensation skews the comparicon which

is sometimes done strictly based on sdlary.

Another consideration in this regard is the fact that eventually, if all
agenﬂ1es are competing based upon total compensation comparison there may be a
" final equaling effect. |

. u‘
i
a i

Salary and Fringe Benefits , S S -

Without a doubt, much of the attrition'experience is attributed to a
perception of Tow sa]qrieé or less than competitive fringe benefit pac<ages.-
A large percentage of the officers leaving a particular agency surveyed, vere
simply transferring to another Taw enforcement agency where they improve their
earning power and eﬁhance their benefit package. In those areas where this is
identified as a problem, the fask Force would encourage agencies to consider

the following:

0 - Structuring the salary and benefit components to allow for the maximum tax
avoidance or tax deferring benefit for the employee. The employer paying
medical insurance premimums for the entire family as well as the entire .

- contribution to the retirement system, are simple examples of applying .this
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concept. This can be done so that it does not cost the jurisdiction any
more money but is actually an advantage to the employee from a tax

standpoint.
0 Adequate uniferm allowance, mitedce reimbursements, home loan financing,
and general financial management are examples of other arcas that may be

considered end explored further.

Enhanced Spendability

In a time plagued with spiraling infleiion and continously increasing interest
rates, enhanced spendability of the actual compensaticn provided to an employee
is of great concern. It appears that employees may be moving in a direction
wherein more concern is given to the number of dellars received asopposad to a
benefit package. This is certainly understandable when we have empiovees who

are making house payments that equal or exceed $200 a month dre to a high cost

of living.

Agencies should definitely explore methods of enhancing soendebility, scne of
which may not dramatically increase the total compensaticn packages of the:
employees. Examples may include conversion of compensatizn to tax deferred
and/or tax exempt benefits. This would in turn maximize the emount ofrafter
tax dollars received by the employee. Intertwined with saiory considerations,
and as a portion of totai compensation, fringe benefit pactzces must be
addressed.Vhile balancing an agency's economic constraints with the needed
compensation increases of the empioyees will be no easy ti:iil, agencies epd
empioyees’ ofganizations must took to exotic or unusual methods of

compensation which will maximize potential benefits for bzih parties.

-11-
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An example of one method is in the area of Social Security. Because of. the

increases in Social Security, officers who are forced to belong to this system
lose take-home pay on the average of $121 per month. Additionally, most offi-

cers will never receive the appropriate type of benefits from Social Security.

During recent years, officers have had as a priority, in times of negotia-
tions, dropping out of Social Security or having local government pick up a
percentage of the cost; thus, returning more take-hcme pay to the officer at

no additional increase pay.

Cafeteria Style Benefits

Recognizing that each employee has individual concerns, cafeteria style
benefit seélection is also a topic worthy of great consideration. ATthough
this might be difficult to initially develop accounting procedures within

theagency, it seems that it would substantially assist each individual

enployee, especially those with certain individual considerations which thay

need to address.

A cafeterial style benefit package is the most equitabie to all employess
(single, married, and married with children) in terms of prov{ding the same
total compensation to all deserving employees; allowing employees to select a
specific benef{t package that fits their particular needs with the balance to
be received as salary. It can be done in such a way that it enhanées the
overall situation on- the part of the individual employce withdut costing the

city any more in the process.
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Traditionally, labor relations has evolved around the fact that government
directed what form of bencfils jts employees would receive. In recent years,
po]icé associations and some local governments have come to realize that a
"cafeteria style" means of bargaiﬁing mzy be more satisfactory to the
employee. During this same time, it was determined that many officers are
more concerned with othier bencfits: that is, other than salary, that afrect
their income. The following afe examples of ways to increase other benefits,
without an increase in salary, that directly help the financial position of

the nffiper:

0 Better insurance coverage so that the officer spends less on medical,

dental, and psychological services and charges.

0 Uniform allowances that cover the actual costs of uniforms and

cleaning.

o Choice of means by which overtime is paid, that is, by cash or time

- off.
o Long-term disebility plan for off-duty injuries.
o Increase in POST certificate/incentive pay.

General Leave Time

An exciting topic is the concept of general leave time. It mekes little
difference whether an employee is taking a day off as sick leave, CTO, or

vacation.
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“An employee should be allotted genera]ltime off which is comprised of the

total number of cumulative days theoretically available as paid leave,

The employee then has the discretion to use that time as he desires. He may

find that this dramaticaﬂyv reduces sick leave in favor of an increase of .
vacation time. The benefit tec the agency here is that vacation time is

normaily scﬁedu]ed, whereby ove#timé to "cover“,for'an employee who calls in

sick can be reduced.

Fresno Couniy has an "Annual Leave Plan" which combines vacation, sick leave

and qeveral ho]xdays into ore pool of days that can be taken by c“p1oyeca

Sick Leéve Buy Back

o

-With respect to sick leave specifically, one general feeling among employeas

is that the sick leave is a negotiated "benefit" of their contract which

P—

" should not be left unused. An agency mght reduce its s1cL 1eav° '!f it _ .
‘pr0v1ded for a substant1a1 sick 1eave buy bacL progran or obher t1me ofT awanrd

mechanisim when an employee does not use a substantial amount of sick Teave.

Sabbatical Educational Leave

Many bfficers leave police work because they need a break from the job.

Because there is no method, at this time, to give them a break, the officer

must resign. If officers were allowed to take a leave of absence that would

allow them to go to school, perform some other types of vork, or gain another

type of experience it may benefit the individual and the department., At the

~end of this leave, the officer réturnihg to work may be found to be happier

and more productive. This item can be viewed in the context of a paid 1leave :
®

and a nonpaid leave.
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Subsidired Housing, Creative Financing, Finance Home Purchase

Hith respect to this economjc area and specifically adaressing the housing
problem, employers and employee groups should seriously consider creative
financing of homes, subsidized housing, and employer ﬁome financing., This may
be done hand-in-hend with an employer’s housing aveilability counseling as
previously discussed and, if necessary, a commute stipend might be appropriate

in scme cases.

Furnished Vehicle & Gas

Items for consicderation in this regard may be such things as furnishing the
employee with an agency-owned vehicle with a;sociated fuel ard maintenance.
The benefit to the employee is obvious and might also benefit in the economic
consideration of commuting, but the initial expense to the employeir and
continued exnense in maintenance and fuel would cause most empioyers to he
reluctant. In response to this, the employer must consider that the general
1ife of the city vehicle would be extended greatly; maintenance cost would be
reduced substantially; and an often overlooked point might be a substantial
reduction in accidents thereby reducing Tiability potential and monies paid in

vehicle insurance and 1iability damage awards.

Officer Purchase Vehicle & Lease Back

A correlative topic for consideration would be the vehicle purchase/lease back
plan whereby an empioyee purchases a vehicle and then leases it to the

jurisdiction while retaining title and tax advantage.



The idea of vehicle purchése/Tease arrangements has been explored in different
agencies throughout the state where the officer buys the patrol unit and the
jurisdictﬁbn then Teases- it back from him. This concept, if structured

properly, offers advantages not only to the employee but to the employer as

well.

Commute Stipend

A cormuter stipend is particularly attractive to the employee as a benefit
that is not only a tax exemption item, but in the metropolitan areas, an
opportunity to ride Targe municipal transit systems free of charge or at

reduced rates.

Several of the wmore progressive agencies have ericouraged employees to Teave
their vehicles at home and ride transit systems to work at no cost to the
employee. The additional savings of not operating a motor vehicle {o commute

to work are also substential.

~In the rural or more suburban areas where younger employess still cannot

afford to pyrchase-property for their families, a paid miltcage rate to them
for commuting expenses spent on their travel would be an excellant benefit

which would have considerable tax advantages.

Financial Counseling

Agencies should explore providing confidential personal financial counseiing
via a nonagency entity. This personalized financial couns2ling could range
throughout the entire spectrum including family budget assistance, drawing of

a2 will, and investment counseling.
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Disability Retirement

0f censiderable concern to employers is the loss of personnel throuch
disability, siciiness, and other injury. A matrix of thé potential causes for
such 1635 of time might Tecad on to conclude that the matter can be substan-
tially impacted by increasing job satisfaction gencrally. There is no
question that the disability retiresents have taken an econcmic toll upon
governmental entities in the recent past; however, we must be careful not to
overﬁeact and we must bear in mind that the majority of disability retirements
probably are appiied for in cood faith and with just cause. IT an agency wus
to provide a paid, long-term disability plan for its employees, this might
have a reducing effect upon disability retirements. A frequently discussed
topic in the pelice field is “job stress" and it is generally accepted that
job stress significantly impacts disebility retirements, sick Teave usage, and
generally injureq-on—duty claims to some degree. Unfortunately, little cor-

rective measures are taken in this regard.

The impact of a very liberal worker's compensation system is contributing to
the attrition experience by meking it very easy and artractive for an officer
to obtain a medical retirement if things don't go to his 1iking and he simply
wants to get out of law enforcement. The assumption is that many officers
currently receiving med%cai retirement benefits would probably be willing to
épp1y themselves more diligently to continuing their career in law enforcement

if it were not so easy and financially rewarding to bail out.

J0OB SATISFACTION

Related to this concept of expectations and job satisfecticn is a whole body

of information on morale and organizational theory.
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Perhaps no recent research has had such an impaét in the fie]d_of human re?a;

tions as Frederick Herzberg. His view, which is well known, is essentially

that job satisfaction and dissatisfaction are not just two events on the same
continuum but are related to different aspects of the total job situation. .
The intrinsic factors such as achievement, recognition, the work itself, re-
sponsibility, and growth form the strongest bond;to job satisfaction. Extrin-

sic factors, such as company policy, working conditions, salary, status, and

security, which are termed hygiena factors, will only alleviate dissatisfac-

tion when cperating at an opt%mgm level. Herzberg's theory is not, however,

without its‘critics. Research has now focused cn indivicdual motivations

related to satisfaction, more common]y'ca11ed morale.

It is the reéponsibility 6f police administrators and supervisors to crea{e
gnd maintain an environment that provides for maximum employee motivation,
effectiveness, and job satsifaction. There is ample evidence that the para-

mititary style of management found in most police departments is not a proper ' . J
model for the motivé{iohﬁof-personnei. While the military wmodel étrengthens )
command in the military, it has the_opposite affect in poTice'departments.

Because police administrators and supervisors do not direct the ectivities of '
officers in an important sense, they are perceived as mere disciplinarians.

Contrény to the military officer who may lead his men into baft]e, the ranking
po]ice.officia1 can do a great deal to his subordinétes, but he can do very

little for them. o

There are things that the effective administrator can do to enhance employee
morale and improve performance. He can begin by setting pz=rformance goals
that take the requirements of the organfzation, as well as society, into

account.
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The officers have a right to know what management expects. Standards relating
to employee pervormance should be widely known. Officers will apply greater

effort to goal atteinment if they know they will be equitably rewarded Tor

¢ood perforaance. The ability to perform well can be further enhanced by
previding opportunities for officers to perform activities they are intercsted

in performing., Some guidelines in developing effective motivation include:

Face conflicts honestly and cpenly. There is a constant flow of

conflicis and problems in 2 pelice department.

Onen chanitels of communicetion and involve subordinates in the
aecision-making. This can help to resolve conflicts in & manner that

satisfies everycne.

Use the resolution of conflicts as a basis for the establishmant of

goal and performance standards.

Reduce cbstacles 1o effective performance by igpreving inajvidual

ability and cpening opportunity.

Establish methods to measure performance and make them lnown so that

the expectations are not & sccret.

Develop a reward system. Be consistent in rewarding good

performance. Be free with praise because it s in constant supply.
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The success of monitoring the satisfacfion of the orcamization can be seen in
performance achievement, sick time use, discipline problems, accidents, and

turnover. As long as the police manager makes an effort to make his command a

fair and ix_ar‘-moniou; place to work, the benefits will accrue. This does not .
mesn that prob1ems‘wi11 rot arise. They will. But that is the challenge and

opportunity for geod mahageonent.

While much of what wey be used to jmprove cmployee satisfTaction may be defined

as intrinsic in nature, there are other factors which are worthy of

recogniticn; It has been said by some that the changes taliing place ia the

work environment might be easily explained awéy by the new breed of worier.

1%t has been said thgt the new worker is & product of affluence and that cg a

result the old Protesient ethic is crumbling. As Peter Drucker has so aptly

observed, Hestern sociologists have apparently failed to note that the

Protestant ethic has survivied the longest in such notorious non-Calvinists as

the Japanese and Chinese. It has heen the ri se in expectations rather than ' .
affluence that is central tc cur phenomeon. This means that it is move

important than ever %o provide both social and psychological satisfoctions.
J P

A high percentage of officers Teaving the police agencies are completely
leaving the industry and entering the private sector. While some of this was
generated due fo their ability to eﬁhance their earning power, otaer reasons
cited are general burn-out, lack of promotional opportunities, tack o7
jobsatiﬁfaction, and other personal reasons. The Committcc believes that

agencies should consider the following alternatives:
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Pre-esmltovment Counseling

wheq employees are being recruited, and prior to their official hiring, they:
should be given a very honest apprisal of the job specifics including the
negative'aspects as well as the positive. The advancemant cnportunities
should be defined as accurately as possible as well as special assignmant
opportunities, ctc. It was felt that many young officers are lured iato
agencices with a false expectotion of being able to wove up in the orgenization
very guickly or to receive special assignments end to enjoy & very exciting

and varied career in Taw enforcement. When th

-t
ur

feils to occur in a timely
fashion, emplovees begin to become cynical and feel as though they are not

r
being given adequate opportunity to demonstrate their full capabilities. Thnig

results in disharmony, low morale, and ultimately attrition.

Career Development Opportunities

Carecr develepment seemé,to be dependant on, in and of jtself, job
satisfaction. This is because one must be happg with the systcem in ordeir 10
desire any meaningful development wfthin it. Some employees are dexirous of
career development while others are net. 'One mistake which is often maqe 1S
the assumptiion that all employees would like to expand their areas of
development so that they can ascend the career ladder. Another tendency is to
exploit qualified personnel via the illusion of career develoment which, in
some cases, results in "burn out". This is not to say that "burn out™ will

not occur if an employee stagnates, because it often will, but is to say that

career development should be particularly individualized.



A problem for management in this regard is the concern of line perscnnel of
the "fair haired boys" allegation and the associated co-worker rivalry which
often resutts in a certain level of job satisfaction or dissatisfaction for
both the person participating in the career development and the person who is
left out. Recognizing that it is nearly impossible to generate written guide~
lines in this erea, primarily due to the need for fTéxibi]ity and the individ-
ual characteristic aspects of carcer development, it is important to give the
perception of egual opportunity. One of the most damaging factors to this
desired percepticn is continuous changes. in'promotional testing or aszigrment
stzndards. An- aspiring employee who does not meet the recognized standard,
but never-the-less attempts to attain that standard, will be extremely
demoralized if the standard is'raised so as to exclude him when the next

4

avaitability arises.
A number of recent studies have found an inverse correlaticn between officer
educational attainment and the likelihood of remaining in the police service.
That means the higher an officer's educational level, the greater then1ikeii—
hood of separation. The studies suggest that educational standards may have
been stressed too greatly as aﬁ individual attribute which implies "success”,
The greater emphasis on education haé, in some cases, heightened promotional
expectations which has caused increased frustration wfth regard to career
goals. A majority of the personnel within an agency will remain at the offi-
cer level while only a small percentage of personnel will assume supervisory
or managerial responsibilities. There is a need, therefore, to realistically
access the education needs and requirements of a police officer. Greater
emphasis on individual attributes such as basié physical and intellect levels,
demonstrated practical experience, integrity, and moral attitudes as the pre-
dominant characteristics should be made. The relating importance of educa-

tional attainment should become a sub role of the overall individual.

-22-
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Discipline

The biggest problem with regard to discipline is the correlative perception it
often brings of not supporting the line personnel. This is usually not the

case, but one over zealous manager can completely destroy employee relaticns

in this regard.  The peirception of equal treatment smong employces is impor-

tant. llapagers, Tine supervisors, and 1ire personnel should be thovoughly

RS EEIRIN]

fcm111Lr with discipiinary procedures and asseciated siatutory and casc 1
)

This wouid substdﬂttgl1y reduce the hostility felt by both sides vivigh i

r

oftten ceaused by 1nexperience with the dicciptine process or dgnerance of 152

statutoyy requirements.

Since discipline can be & pv malfocus and ceuse moraie deterioration, individ-
ually and collectively, it should be scrutinized closely. A primary exampie
of p“oceéures which may involve discipline for an ineviteble event is in the
area of accidents. 1t must be determined whether ang disciplinary actiion bz

teken for accidents which are within the scope of v sanly imevitoble ooy

ence.  Staff might do well to develop statistics whicn. could be pasd in the

composition of some sort of stiding scale to 11lustrate what is an average
accigent rate and whet is not. Other factors which would need to be taken
into consideration in this regard would be Tength of employment and assign-
ment. In some assicnments, accident rates will necessarily be higher than in
others. It might also be profitable with respect to morale to develop some
type of reward system .for employees who are substantially under the average

accident rate.

Often administrators employ disciplinary measures and arbiirary policies that

adversely affect seif respect and in some cases, the dignity of individual
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officers. In this regard, agencies are encouraged to,be as constructive as

possible in developing their officers and gaining compliance with established
stangards and at the sewe time, be senstive to the individual dignity of the .
officers and perhaps feassess whethér the disciplinary posture fg gaining the
desired result in terms of positive behavior modification. It is sometimes
bettér to simply terminate an-officer rather than to employ demotidns,
sﬁspensions, and other negative sanctiofis thet often alienates the officer and

creates disharmeny within the entire organization.

Menagement Cornsiderations

ianagement style end general communication are so interrelated that they

snould be discussed together. Many police officers who have entercd the

éervicc in the recent past, and certainly most of those whp are entering at

this time, have had no military experience. Yet, we continue to refer to the

police service as "paramilitary”. It may be e disservice to continue peara- | .
military thinking. It seems to negatively affect the organization in two

ways. It may cause an autocratic philosophy by supervisors and gene}aiiy

¥

tends to be resented by Tine personnel.

The enactment of the Milias-Myers-Brown Act well over a decade ago still seems
to be a bone of contention in some law enforcement circles. The impression of
the "MMB" system by the goverﬁing entity and by the local administration is |
that it hampers and restri;ts their management ability terribly. The employ-
ees' impression of MMB is that it is woefully inadequate. iiuch of the problenm
with FMB is that it drematically changed the respective r&sp&nsibi]ities of

the employee end management, buf it did not address any sjpocific avenue within

which to reach agreement or resolve dispute. Indeed, immediately following ' .

the enactment, a prominent law review expressed concern in this regard and



indicated that the Act would bLe, by necessity, amenued sd as to provide the
appropriato avenues for agéeement and resolution of disputes in the near
future. Unfortunaie?y more than & decade Tater, there have been no signi-
ficant.amenomente.  bHevertheless, case decisions with respect to the Ac
continually aifect 1ts application. The trend is obvicusly to allow the
employee more participation end voice in mencgemont end the components of
management, inctuding the coverning entity. FManagement would probably do well
Lo accept this reality. Su cﬁlacc enptance would certainly heve a positive
eifect on emplioyee relations and eonerel morale.

Participstory management should not be as threatening as the term implies.

The common concern of management in this regard seems to ke that ihe ailowance

of participatory menagement extends significantly the time involved in the

decision making process. In contrediction, menagement might remerber what the

time involvement is extended measurably when an employee group tskes

ol

unitateral management action to task.

1t is important for both sides to note -that participatory menagement cees not
mean participatery decision makinﬁ, Management certainly retains the right of
final. decision, but it seems reslistic to ailow the employens to participate
in the processes leading up to that decision.. This participation will
increase the emplayees' undertstanding even vhien the emplovess may not agree
with the outcome. Thekgeneral communication and respect foi each other's

positions is the primary concern.

In some organizations there are definite dichotomies batwesn the adminis-
tration and the employees' collective bargaining unit. Shis can also result
in a great deal of dishariony, frustration, and dissatisfuction which also

leads to attrition. Police edministrators and asscciaticn leaders should
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begin to realize that their major goals ought to he very similar, if not
identical, and there should be a much more coordinated effort on the part of
tiese two major entities to enhance the overall police professicen and make the
entire cxperience of be{ng é police officer not only more productive and

effective for the community, but rewarding end self-fulfilling to the

indivicducl officers.

There are many things that can be done in this regard o help strengthen the
overail movemznt of ifmproving our entire lot but it canhot be done in an
adverszary enviromnent where there are power strugeles end political mancu-

verintg to try and out do or control the opponent.

In recruitment of personﬁeT, no one is emotionalty and physica]ﬁy ground down
and burred out whern selected. Yet police officers do getlphysicaTTy and
emotibhal?y viorn out. ' The reasons for 1t are many. Young pecple enter law
enforcement highly idealistic with great expectatinhs regarding tha nature of
the work about making the world a betier place in which to Tive. Those ideals
N
and expectations are soon tempered witﬁ fhe harsh realities of the world. The
realization of the difference between ideais and‘reaiity c&n create psychoic-
gical and emotional probloms among officers which can affect job satisfaction
and productivity. The innovative capacity of the administrator has become of
paramount importance. Concepts once thought to be radical must be sought
after, closely examired, and adapted to & changing regertoire of managerial
techniqueé. This kind of adapticn includes a comprehensive training program
designed to provide subordinate and manager alike with a more accur%te percep-
tion of the police role and those factors, both inside and outside the organ-
izatién, which may lead to emotional instability and/or psychological prob-
Yems. Such a prograit has been developed by some agencies. 1t is commoniy

referred to as siress management training.

. AT




The training program must include commandr1evol personnel, supervisors, and

the patrol officer. 1t can 2iso include the recruit in his early training and
some courses for iite.spouscs and fiancees of officers. This can ascist every-
ene in betier understanding, the raslity of the job and the stresses officers

will be facing.

Politicel Environmont

It ¢ snevitsble for managaeent to becone involved in the peiitical
envirenment and ofien the politicel body has absolutely no expertise ov
concept as to the efficient operation of the police deperiment. The quastion

which seems to rcsult frow the unaveicable pelitical aspects of our 3oL soains

to bo to what extent should the majority of departmantal employees be insuia-
ated. It is not realistic to attempt to entireiy block the effect of ing

political envirenment on line personnel as ultimately marzgenent's potitical

K]

retationship will coencliude by impacting the line cmployees. Enother conoider-
aticn has been the thought of blocking communications between the politicss

body &nd the employee group.

It would seem that a prefiteble appreach o the preblen wouic be to first
develop, &s best as poséib?e, a working relationship between management and
the employee group. The Jaw enforcement community would be much more eifec-
effective ip the political arena if management and labor could unite on those

issues which would benefit both.



Lack of Support

fficers frequently cited lack of support from the community from the courts,
and at times from their own administration, as other factors contributing to
their decision to leave an agency. There appears to be a movement afootwithin
the judicial system to improve their overall performance and becore more
responsible in the meting out of justice which should begin to improve the

officers' perception in the area.

Public Image of Police

An interesting question with respect to public image is what effect we ave
having by "humanizing" the police officer. There has been a concentrated
effort in recent years to convince the generg? public that potice officers are
“just 1ike the guy next door" and that we really shoutd not be given any
special or different standing within the ccmmuni{y. Contemporaneousziy, we
seen to bé experiencing a deciine fn the geﬁera? public image of our

personnel. This is especially evident in situations of confrontation or

pressure on the street.

Our contirued efforts to humanize our personnel may be-a part of this
phenomenon. Although general scocial considerations must play a substantial

part in our public image, the facters above are worthy «f consideration.

1
'

Scheduling

Specifically, this is in regard to the topic of the "B Pian". /s a general
rule, employees favor the scheduling of four ten-hovr ciys as opposea to five

eight-hours days while manhagement and departmental sia®f disfayor such
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scheduling. In a recent survey done by the Gilroy Police Department in which
a selected group of California law enforcement agencies were contacted (both
management and lebor separetely), it wes interesting to note that responses
from cach wide differed very litile. Overé11, both agraed that the "4-10.
Pian" was, Tor the most part, beneficial. The primary cencern expressed by
menagement was thet the scheduling of a 4-10 Plan was an extreme headache, but
that bafring the scﬁedu1ing croblems, which could be overcomne, the program
vorked well. lost agencies surveyed indicated & reduction in sick leave usage

and associated time off with a dramatic increase in morale.

If the incorporation of a 4-10 Plan is financially or procedurally detri-

mental, then it should be approachied with extreme caution. On the other hend

if it is simply inconvenient, but will affirmatively affect retention,schedu-

1ing of such a plan shculd be encouraged.

Cne caveat in this regard, however, is that generally more personnel must be
commitied to the patrol Tunction, as opposzc to investigative or administire-
tive functions, and this in turn decreases the availability fer individuals to

specialize.

Inadeguate Equipment

Poor equipment and inadequate facilities were cited as a causitive factor by
some leaving police service and agencies are encouraged to try and provide the
best possible grade of equipment along with a responsible maintenance program
as well as a pleasant and efficient vorking environment. In spite of the fact
that our financial resources are becoming more restrictive, we really céﬁnot
afford the ultimate price of providing inadequate or unsatisfactory resources

1o our officers and expect them to exnibit the high level of pride and
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professionalism in their performance that we and the citizens expect and

donand.

Traiping & Development .

The Tack of rew and challenging assigniments within an organization was cited

g5 another Tactor leading to diminishaed job satisfaction and ultimctoly

ol

atirition. While the ability to Taverably respond to this phenonencn varies
with the size of the agenny, its individual complexity, the constraints m-
posed by en1auasg lebor contracts, and the strangihs and viezslnesses of indi-

vidual officers, 11 may weil have appliication to differing degrees in rmcst
- P

agen

('3

ies.  Special assicn 1*118 such es detective, traffic officer, crinn

(u

prevention, public relations, research & development, perscenpnel, tiraining,

eic., can often bhe more cesiraeble than actual promotion to sergeant ¢ ot

supervisory positions. Thay can alse provide 2 very imporiant and

Py -

¢iversion Trom the repetition and stegnation ihat comes from serving in anv

3

ore pesition for extended periods of time.

The controversy that SU?“OLﬁdS the issue of permenent aaCZJ QLnt VS, Toi
assicmment will probably never be resolved, but term agssigrnents should aiways
be preserved as on option Lo be employed if the need for agzency revitalization
becomes recessary or the general lack of upward mobility b:comes a factor
contkibuting to attrition. There are examples of effective rotational
assignment programs throughout the state that can serve as models and/or
exanples of how the concept can be employed.

Another approach to be considered is cone similar to'the v red executive"
concept, whereby two or more agencies mey consider rotatii: differcnt members

from agency to agency for specitied perieds of time in ovdsar to provide new
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aticns. This concent may alse have applicafion betwsen the private and the

public seoctor for those positicns or assigimeznts that do rot ragaire “peace~
of ficer" stabtus (t.2., R & D, vecords managescent, administration, etc.). With

a Vittle imagination, wost depertments can develop a voriety of ontions to

challenue the individual cepabilities of its members without eroding the sta-

bility necessary to meintain efficiency end effectiveness

Tha Latercd ohility E+7ect op Attrition

Recognizing that Tateral mobility impacte etirition rales of individual

agencies (re: aunloyszes leaving one employer to take a position with another),
it is dimperiant to cossider whethar or net Uhis action is desiredle. It

appears thet tha primary wovesent i this regard is within the exireaie upner
end lower ends of the yiank spectvan. The wosition of chief has been mobi

for many yeers and incrogsingly, the patrol officer position s beconing fluid

between agencies.

There seems to be no identifiable detriment to such lateral mobility, with the
possibie exception of the current employing agency not being honest with the‘
prospective employee. Too frequently an agency may find it easy io get rid of
a probiem employse by "selling" him to another employer., Tnis type of
nractice ultimately jeopardizes the law enforcemoqt cormunity as a whole and
makes Tateral mobility, which in and of itself may not be undesivoble, a

suspect procedure.



There is no doubt that some monies can b saved by the prospective emplover in
utilizing the Jateral mobility process. Such things as wrilten exam

administration and initial-bhasic training may be c¢liminated via lateral

.

ernlesment.  However, it must be recognized that the current employing entit
i » ) g Y

is losing a perscon for eoach 3a“ncy thuh 1S gaining cne.  This causes &h

2 past
employer to incer additicnal expense in its own hiring process. In order that

each acency benefits equally From the Tuteral mebility process, all shoutld be

emplexing the concept. At the same timo, in risl of being controaictory, this

[y

procedure is one wiich must be locally contrelled so as to suit tha nesds and

The Task Force notes with great dnterest that the leteral mobilily 15 wmoving

4+

further toward center all the time. In addition to the movenent at the upper
and lewer levels of the strucﬁure; movenent 15 alse baing seen more Trequently

in the mid-rank rogions. prer middte managensont vacawncies (f.e., deputy

etc.) are becoming frequent arcas

chiefs, commandzrs, capteal ns, Tieutenan

SUQC“\i ors (i.e., serg ants) are normatly hireag from within, the trend soans

to be approzching.

Extreme mcrale and motivation problems may be encountered whan such positions

f preoroticnal potential are opened to ”OULS|U rs", but fron time Lo

o
A

either due to or lack of experience of the current employees or a desire for
new input, it may be desirable to do sc. Open communication between the
eppointing authority and Lhe paotential candidates is an imnortani necescity in

the consideraticn of such a move.




Individual sgencies must Took within their oun structere and determine if
there arc sufviciently qualificd persons available for promotional

o [

cphportunitics, 1F there are, lateral mobil

—-di

ty via open promotional
exeminations should bo criticaliy considered. Hegative impacts to morale
vould probably cccur whan the exegsination s opened up wien there is no
apparent need to do so. Conversely, internal prospective candidates must

b i

recognize ihat if qualified persons from within are souewhat limited, “he

expainsion of the sceleciion base shou’id improve the overall complexion of the

agency in the long term.

realistic examination of

]

Self amalysis by individual employers must inciude

o1

tha stability of its philosophy. An agsncy way be in a position to degire the

ur

maintenance of current style and techniques. On the other hand, on inilux of
"new blood® with diversified backgrounds and experiences mzy be & very pesi-

“positive Factor in the overali mekeup of tie oryanizalos.

3

Loy

Withaut additional data and extensive study in this arez, the Teshk yorce on

Retention Strategies is not inclined 1o make any recommencziion sl this time.

It is our opinion that the Commissicn on POST should begin to anaiyze the

following points with regard to Tateral mobility attrificn:

o Quantify the movement within the state and contrzst this with the

general attrition percentage.

o  Qualify this study with the number of those persoix invoived whe are
moving on a horizontal level (i.e., patrolman ts patrolman or chief to
chief) cempared te those persons involved who are moving on & vertical

level {i.e., from lieutenant to caplain or chief, elzc.).
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We generally feel, however, that barriers to general lateral mobility should

be eliminated whenever possible,

SELECTIOH PROCESS

The selection process has been descrived os much too long and cumberscae,
There has been much concern Tor dug]ication of efforts by many agencies,
fnother criticism of the current scicction pirocesses is that there ore too
many regulations and resirictions forced on the recruitment and promoticnal
systems. The interference into Tocal ‘hiring practices by both state and
federal authorities has lasting effects on the ultimately selected and

retained perscnnel.

Serious consideration should be given to regional application and testing
pools to establish active lists that employers couid draw {ron quickiy., This
concept might koth reduce the time necessary to pr ocess prospective employees

and develap more universally aCCEDLEd reguiremnents,

Oven academy enrcliment should be encouraged to develop & crealer peol of
available candidates for employment. The concept which wes originally
resisted, is now becoming a reasonable solution to attracting qualified

personnel at a reduced cost to the agency.

Another arca of investigation in which efforts should be made is the
development. of a positive image for Taw enforcement. This action miust b2
taken to develop an image of attractiveness. In-service pearzonnel should be

encouraged to assist in the image building. Today, often overlook pd is the




influence of the iudividual in each ascncy thabt may have a direct impact on

potential employeas. A concerted effort to involve thie employee associaltions

in building approachas to atlract perscanel that yank end file officers and

2gency managers would both L2 veceptive to hire, should be undertaxen.

CUHCLUSTON

This paner is not intended to be an exbicustive, thorouohly rescavchod trealics

on the subject of employee @

ihe awarensss of the attriticn problem in the police service and provide &

G

(3

description of some stratagies which might be considered in an effort

reduce unacceptable attrition rates.

Vhile vericus areas or municinalities in the stote experience different rates
of atirition, there i3 a need for those responsible for pubiic so
eware of the probles in the hope that it mey be hetter controlled. Some

rates well above the I.A.C.P. recommenccd toen

muriicipalities report zttrition
percent Tevel which may irdiceie a sericus retention probisu.

The key to employea retention appears to involve both ecaromic and noneccnomic
jssues. While a number of excuses can be raised in this post Proposition 13
era with regard to salary and Tringe henefits, there exists a responsinility
to provide a fair and competitive package for employees so that they will not
be attracted to other job markets. Employees who afe compensated at a much
Jower rate than others in the seame market arec will react to such advercity.

Cne impact of their reaction will be higher rates of zttrition,



With regard Lo salary and fringe bonsfit itess, there are a number of

1

innovative measures discussed Lo faprove the ¢ ?pioyces everall comnensation

favorable to the local '._

LA

position., Some of thoss measures are 210
municipality. Specifically, items which enharce employee spendability while
reducing cash cutlays by government. Doth the agency end The municipality

herefit Trom such plans.
Lnother maior area of discussion Tocused on employee satisiaction,  Luvvey
information collected by the Task Force supporied the thzory that miny
hose leaving are not

enployees leave becavse they are dissagtisfied. T

necessarily the least desirable empleyses. A majority of those leaving are

-

entering the private sector. UWhile ihis increese in attrition for reasons o
has been cccurring, there has bLeen an increase in recruitnent
‘and selection activity. Yet surprisingly Tittle effort hss been made 10

retain qualified people by reducing their dissatisfaction end fncreasing their .

catisTaction. Such an effort can be accomplished by reducing those vecuicrs

Fay

which incresse eanlovee anxiety and frustration. The idealistic expaoctia

£
[RR ¢

those entering the service must be Brought cioser to veality,

In this connectien, it is the respansibility of pelice adwinistrators and
employee organizations to create and maintain a climate which provides for
maximum employee motiviation, effectiveness, and satisfaction. This may wall
mean a modification or departure from past notions of the parami]itary nature
of the police organizaiion model. Employee morale must be grihanced in order
to. improve satisfaction. Much of todey's employee dissatisfaction stens Tren
inaccurate expectations of the job or the individual's fulure with the

arganization. Motivation can be restored through a variety cf methods




@

inciuding caceer cevolopment, dizeipliine
the orgenization. Sume other sreas discussced in fhis paper dealt with the
publie dmane of the police service, the roliticsl envivenment, and cdeguate
egutpnent.

An dincresuing concers Tor personal safety on the part of the public nas

enabled nolitical lcaders ead efninistrators o Tocus on Taw enforcement
needs.  One hesic need of any agency is for qualified povseanel 1o carry oub
the purposc of the orgunization. For thet reason alens, iF for ro athor, it

1 .

stive that some sericus abtention he given to the retenition of

Gualified parsonnel. It not only wakes good ccononic sense, it makes good

Onz major recormendation is that POST assume rvesponsitility Tor esthcring

, and greater communication throughout
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Use separate labeled paragraphs and include paga numbers where the expanded information can be located in the
report. (e.p., ISSUE Page

——-)s

ISSUE:

As follow-up to the POST Training Needs Assessment, should POST study the
feasibility and allocate some financial resources for (1) the production, if
any, of multimedia training packages (i.e., video tapes, computer assisted
learning, etc.), (2) the distribution of such media, (3) the development of an
informational clearinghouse service for identifying who is developing what,
and (4) the evaluation of such expenditures?

“BACKGROUND :

At the April 1981 Commission meeting, POST staff presented an overview of the
the Action Plan Tor follow-up was for staff to study and report back by the ~
July 1981 Commission meeting on the subject of "Innovative Forms of Training
Delivery." There was overwhelming support both in the TNA Survey and regional
training conferences for POST to examine this issue of innovative forms of
training delivery. Reasons given for this field interest include potential
for (1) more accessible and efficiently delivered training, (2) greater
availability of training packages, {3) minimizing the duplicative effort in
producing training packages, and (4) lessening the burden on large producing
agencies in honoring requests to copy media.

ANALYSIS:

At the April Commission meeting, the Commission approved a contract with
Justice Training Institute to study the state of art in computer-assisted
instruction and its applicability with other media to law enforcement training.

The issues associated with innovative forms of training delivery (including
video delivery, self-study guides, etc.) are sufficiently numerous and complex
to necessitate bringing together a group of knowledgeable persons to develop a
specific plan. Some of the issues to be considered by such a group include:

Utilize reverse side if needed
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Production

1. Role of POST - Costs, Limitations

2. Relationship to Private Industry

3. Relationship to Agency/Academy Producers
4. Copyright Considerations

5. Technological Issues

Distribution

1. Role of POST - Costs, Limitations
2. Sharing of Costs
3. Cable, Satellite, Microwave, Regional Resource Centers

Clearinghouse Service

1. Role of POST - Costs, Limitations

2.  Need for Coordinated Development of Video Tapes and Other Training
Packages

3. Periodic Publication of Available Training Packages and Those
Undergoing Production

Because of the great potential for improving police training and sharing of
resources, staff will host a workshop on the limited issue of developing a
plan for the use of video tape and for identifying POST's role, if any.

As it relates to the larger issue of innovative forms of training delivery,
staff intends to conduct a national symposium on the state of the art on
training delivery, to be held sometime during the current fiscal year.

This is a progress report on staff plans for addressing this Training Needs
Assessment issue, - Lo T :
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REIMBURSEMENT SIMPLIFICATION PROJECT // m Puly 16-17, 1981
Division ivisio, fect rpval Researched By
ADMINISTRATIVE SERVICES BUREAU \0‘” Staff
Executive Director Approval ?@ of Approval Date of Report

Neman ¢ Roehnn byé){ June 19, 1981

. . ! N
Purpose: Decision Requested D’ I';G/,ma“on Only Status ReportD Financial Impact [ﬁs (ifi é‘i‘&l‘ii” [j)

In the space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS.

Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. {e.g., ISSUE Page.__.....).

ISSUE
The present system utilized by POST to reimburse local agencies for training costs 1s comH
bersome, slow and labor intensive. It has, been suggested that POST should establish a
reimbursement system which would relieve local agencies of much of the paperwork asso-
ciated with the reimbursement process and establish a computer based reimbursement system.

BACKGROUND

The recently completed 1981 Training Needs Assessment indicated unanimous agreement with
the statement that "POST should explore the feasibility of automatically reimbursing eli-
gible agencies off of course rosters using a flat rate formula for each course or course
category and seeking additional field input on examples."

POST recognizes and shares the concern expressed by law enforcement administrators on this
issue. We recognize further, however, that it is a complex issue which raises an assort-
ment of legal questions, and sensitive issues regarding the emphasis placed on the distri-
bution of revenue in the Peace Officer Training Fund. For this reason any major changes
suggested in the present system should be evaluated not only by POST staff but also by our
legal advisors, the State Controllers Office (for auditing purposes) and finally by the
law enforcement agencies who will themselves be subject to the effects of the changes.

Since the determination of subsistence and travel costs takes the vast majority of claim
preparation and audit time (within local agencies and at POST), it is our intention to
address this problem first. A preferred system would eljminate the variable factors which
influence the determination of dollar amounts under our present system, (actual dollars
and cents expense, weekends returned home, exact mileage requirements, etc.) and instead,
standard rates would be developed for each expense category specific to each course.

For example, instead of many pages of detailed instruction on how to compute individual
costs, the reimbursement section of the manual would list the course number, and for that
specific course would state allowable reimbursement costs for subsistence, tuition and
travel, (salary would still be determined at a given per cent of actual salary level).

We anticipate that an initial fea51b111ty study could be completed and a preliminary
report presented to the commission at its meeting in October, 19381.

No action is requested of the Commission at this time. The item is presented for infor-
mation only.

Utilize reverse side if needed
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In the space provided below, brieily describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS.

Use separate labeled paragraphs and include page numbers where the expanded information can be located in the
report. f{e.g., ISSUE Page ).

ISSUE:

As follow-up to the POST Training Needs Assessment, should POST: 1) explore the

feasibility of developing a concise video tape and computer-assisted training

and testing program to assist agencies in expeditiously satsifying the

. refresher training requirements for first aid and cardiopulmonary resuscitation
(CPR), and 2) take the leadership in attempting to modify the course content to
conform more closely to the tasks actually performed by peace officers and to

~ correct the disparity between the three-year renewal requirement and the
one-year recertification requirements of the American Red Cross.

‘ . BACKGROUND:

The 1980-81 Training Needs Assessment identified the above issues as high
priority needs. Many law enforcement agencies have difficulty keeping up with
these training requirements and hence the desire for a multimedia package to
expeditiously satisfy the requirement., Many believe that first aid and CPR
training needs vary considerably from area to area because of the availability
of other emergency medical services and hence the need for training
requirements more closely related to jurisdictional conditions, -

ANALYSIS:

As it relates to the first identified need {concise video tape training and
testing package), POST has been informed that Charles MacCrone Productions is
exploring the feasibility of developing a modular video package thus obviating
the need for POST becoming involved in actual production. On the second issue
of the training requirement, the Training Committee of the California Peace
0fficers' Association has agreed to review the adequacy of the first aid-and
CPR training requirements. It is POST staff direction to monitor the progress
of Charles MacCrone Productions, CPOA, and the State Department of Health so
that these issues are expeditiously addressed.

This report is presented for information purposes. -

®
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report. (e.g., ISSUE Page ).

ISSUES

During Fiscal Year 1980/81, several requests were submitted to POST concerning
certification of stress training for peace officers. These requests were received from
law enforcement agencies, PORAC and CPOA. After completion of the POST Training Needs
Assessment it was apparent that stress, as it relates to law enforcement, was a critical
issue. - : ' :

BACKGROUND

To meet this need the Stress Training Consortium was established by POST with the ‘

’ .cooperation of CPOA (Psychological Stress Committee) and PORAC. The first meeting of the
Consortium was held April 21-22, 1981 at the Woodlake Inn, Sacramento. The participants

, ‘ consisted of experts in full time and part time positions as law enforcement psychologists
trainers in stress management, chiefs of police and members of PORAC. e

The meeting agenda was designed to address four specific areas: (1} how can the
detrimental effects of stress in peace officers be addressed through training? (2) identif
POST's role; (3) curriculum development; ‘and’ (4) appropriate delivery system. :

It was mutually agreed that training could be worthwhile in reducing the loss of personnel
through causes emanating from psychological stress. A greater awareness of factors
contributing to stress and methods of coping with or reducing these factors could be a
positive approach to resolution of many of law enforcement's personnel problems.

The Consortium recommended that they review the Basic, Supervisory, Management and
Executive Course curriculums to make certain that appropriate training is included on
stress-related activities.

It was further decided by the Consortium that the best and least expensive training '
method is to “train trainers”.

An additional consortium meeting was held in Lo§ Angeles on June 3, 1981. This meeting
resulted in the development of curriculum on the subject "Stress Awareness Training

for Instructors”. This curriculum is now under review before certification by presenters
is sought. Further staff decisions on additional needs will be made before other POST
certified courses are reviewed.

q CONCLUS [ON
Since substantial effort has occurred and staff is now prepared to certify needed
1 training in this area, it is believed that this issue, as it relates to implementing
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the Training Needs Assessment Action Plan, has been adequately and appropriately
addressed.

RECOMMENDATION

Accept this staff report as a final report on the stress management training issue
identified in the Training Needs Assessment.
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ISSUES _
The Training Needs Assessment identified the fo]]owing'issues:

POST should reimburse expenses for reserves to attend mandated reserve training.-
Mandated reserve officer courses are generally available except in rural, isolated
areas and this poses serious problems for agencies in recruiting reserve '
officers. POST should develop delivery means such as mediated instruction,

" correspondence training, traveling instructional teams, etc. ~

BACKGROUND
b After thorough review of the above issues and discussions with department heads of

Jaw enforcement agencies located in remote areas, it would appear that the abové
recommendations were primarily made as a result of POST's inability to provide
convenient Level I training to remote areas of the State--as required by law.
‘While delivery of Level I1 reserve training does present a minor problem for POST
and Taw enforcement agencies, it is believed that the issues of reimbursement of
reserves to attend mandated training and delivery of reserve training to remote
areas of the State, arose primarily as a result of the regular basic training
course being adopted as the training standard for Level I reserve officers,

Since the issues of Feimbuésanent of reserves and de]i&ery of Level I reserve
training are so closely related, they are jointly addressed in the Analysis
section that follows.

+
-

ANALYSIS

AB 3217 (Assemblyman Nolan) statutes of 1980, chapter 1301, in effect replaced the
old training standard of 200 hours training plus 200 hours field experience with
the current requirement of attendance at a regular Basic Course in order to exer-
cise the powers of a Level I reserve. Passage of AB 3217 can be cited as a factor
influencing the availability of Level I reserves {both now and in the future) and
may have caused the recommendation for reimbursement of reserves to be made,

There is no question that passage of AB 3217 made POST's responsibility to provide
convenient training (832.6(c){(2) PC) more difficult. Whereas we formerly had
Level 1 (200 + 200 hours) reserve courses certified to approximately 50 presenters
statewide, we currently have extended basic courses approved at less than 10 of
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the 29 basic academies. This lack of training has all but ruled out the avail-
ability of Level I reserves in some parts of the State. Attendance at an

intensive presentation, for the most part, is not practical since most reserves
must work during the hours the training is being presented.

Because of complaints from chiefs and sheriffs concerning the passage of AB 3217,
Assemblyman Nolan has now introduced AB 2078 which, if enacted, would return power -
to the Commission to set the training standard for Level I reserves (until

January 1, 1981). This would enable the Commission to reestablish the standard

for Level I reserve training that existed before passage of AB 3217 or to adopt

some other standard as it sees fit.

The issue which staff will present to the Commission upon comp]et1on of the study
is, "Should POST reimburse travel and subsistence expenses for reserves to attend
POST mandated training, or should some alternative means be found to deliver

convenient Level I reserve training to those areas not currently being serviced?"

Section 13523 of the California Penal Code provides in part that, " State aid
shall only be provided for training expenses of full-time regularly paid
employees, as defined by the commission, of eligible agencies from cities,
counties or districts". Thus, a change in the Taw would be required before we
could 1ega11y reimburse travel and subsistence expenses for reserves. Because _
this year's deadline for introduction of new bills has passed, a change in the Jaw )
will not be be possible until next year, even if the Commission decided in favor .
of reimbursing travel and subsistence expenses for Level I reserves.

Training availability is the root problem. If POST could provide sufficient con-
venient training for Level I reserves in all areas of the State, the need for
travel and subsistence expenses could largely be eliminated. It is only when
reserves are required to travel unusual distances that serious complaints arise.
Reimbursement of reserves would help certain agencies, but would not entirely
eliminate the problem because the remoteness of some agencies would still serve as
a bar to recruitment and training.

On the other hand, it is very costly to present a basic course. For this and
other reasons, it is not practical or cost effective to present the regular
(extended format) basic course in all the areas where Level I reserve training is
needed. Furthermore, certification of sufficient courses to meet the training
need on a convenient basis would create quality control problems which would be
beyond existing staff's capability to manage and control.

Alternative Delivery Methods

Currently there exists three promising alternative methods for delivery of the

training. These methods include video tape cassettes, computer assisted training

and a program of study guides and tests covering the basic course, Development of

a reserve training delivery program utilizing any or a coembination of these

alternative systems would undoubtedly be a time consuming process, which for all

their promise, could not exactly replicate the basic course presented by .
academies. The "hands-on" training required in the regular basic course would

either have to be replaced by some other form of training, or POST would have to-

-provide the training through an alternative delivery system such as traveling
teams of instructors,
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Staff is currently experimenting in the delivery of reserve training using video
taped portions of a Level II reserve course. In a cooperative arrangement between
Butte Center and the Plumas County Sheriff's Department (under POST certifica-
tion), video tapes are being utilized to train Level II reserves. Butte Center
develops the video tapes and administers the program, while the Sheriff's Depart-
ment provides on-site coordination and discussion leaders. Tests used by Butte
Center in the reqular Level Il courses are administered to the attendees, thus
assuring that the same quality control that exists at Butte Center also exists in
the "outreach" Level II reserve training course conducted at the Plumas County
Sheriff's Department.

It should be pointed out, however, that developing "master video tape"
presentations is very costly to the academy, and it may be that POST will in some
way have to subvent some of the cost in order for the program to progress beyond
its present pilot form. Nevertheless, this arrangement is the most promising pro-
- ject staff has undertaken thus far in the delivery of reserve training to remote
areas., .

There is also a possibility that the feasibility study of computer assisted
training recently approved and funded by the Commission may provide another
alternative means of delivery of reserve training. This study will not be
available for approximately six months and no conclusion can be drawn until the
study is completed.

The third alternative would require that study guides and tests be developed for
use in remote areas. This would be a costly process and would require continuous
update of the materials because of changes in the law, court decisions, etc.

Reimbursement Cost

Reimbursement cost is another factor which must be considered. Currently staff
cannot estimate or project the cost of travel and subsistence expenses for Level I
reserves, because of the many variables that exist. We do know that there is a
large turnover in reserves, so even if the Commission were inclined to seek a
change in the law (13523 PC) to permit reimbursement for Level 1 reserves, there
would remain a question as to whether or not this approach would be the most cost
effective means of facilitating the training.

Need For Additional Tiﬁe

Clearly then, the issue of funding travel and subsistence expenses for reserve
Level 1 trainees or providing some other type of convenient training is a
complicated issue. The Commission should delay any decision on these issues until
final legislative action is taken on AB 2078. In the interim staff will continue
exploring each of the alternative delivery methods for the purpose of determining
the most feasible and cost effective approach to delivery of reserve training to
remote areas of the state. :
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I1SSUE

The amendment of Penal Code Section 13511 has created the need to revise the
POST Administrative Manual, Commission Procedure D-11 (Basic Course Equivalency
Evaluation and Examination process). :

BACKGROUND

POST has provided a basic training course equivalency assessment, including
- the Basic Course Equivalency Examination (BCEE) since January 1, 1966. The
Commission now requires that an applicant for the equivalency process actually

: ‘be employed as a full-time peace officer by an agency participating in the

POST. Program. ‘ . ;

AB 1055, Chapter 213, in 1980 amended Penal Code Section 13511, and is
operative July 1, 1981. Section 13511 provides that applicants for the
equivalency assessment need only to be "under consideration for hire." The
law provides that applicants be re-testdd on those portions of the examination
not previously passed. The law also directs that a fee shall be charged which
.is sufficient to cover administrative costs associated with the testing.
(Refer to Attachment A, Section 13511 California Penal Code.)

The Commission presently requires that an applicant for the Basic Course
Equivalency Process, including the Basic Course Equivalency Examination, be an
employee of an agency that is participating in the POST Program. The agency
head must complete an equivalency evaluation of the applicant's prior training
"on’ the appropriate POST forms and verify that the prior training of the '
applicant is equivalent to the present POST Basic Course. The agency head

must then attach all supporting documentation to the appropriate POST form,

" i.e., transcripts, outline of classes, etc., and submit the material to POST
for final review and a decision concerning the equivalency of the prior
training. If the POST review verifies that the prior training is equivalent,
the applicant is allowed to take the Basic Course Equivalency Examination. If
the applicant fails no more than 3 of the 12 modules of the BCEE, the
applicant will be allowed to remediate the modules missed. After remediation
of the modules and documentation to POST from an accredited trainer that the

- applicant has been remediated successfully, the BCEE is deemed completed and

‘ the applicant is not required to attend the POST-Certified Basic Course.
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ANALYSIS

The amendment of Section 13511 P.C., effective July 1, 1981, requires that in

those instances where persons have acquired prior equivalent peace officer '
training and are under consideration for hire by an agency participating in .
the POST program, the Commission shall provide the opportunity for testing in

lieu of attendance at a basic training academy or an accredited college. This
portion of the law changes the Commission's present policy that an applicant

be employed and requires only that an applicant be under consideration for

hire. The requirement that an applicant only be undér consideration for hire

15 a significant change, requiring a specific Commission definition. The

change will also increase the workload of PQST staff, add operating costs
{(recoverable by fees), and place the Commission back in the local agency

selection process our present policy seeks to avoid.

Development, planning, organizing, staffing, directing, and controlling the
program are additional costs anticipated because of the requirements. The law
requires that the Commission shall charge a fee to cover administrative costs
which is sufficient to cover all the costs associated with the testing.
Therefore, the costs of the program, when the total cost is known, wiil be
paid by the applicant for the service. _

The amendment of Section 13511 P.C., requires that re-testing shall be
provided for and that the re-testing procedures shall be designed so that any
portion which has been previously passed need not be retaken. The requirement
for re-testing is a significant change and modifies present policy that a
maximum of up to 3 modules may be missed and that the failed modules must be
remediated. '

e e T g r— i g o ey A A

" As the preceeding analysis indicates, the ?Lé;-‘;éduires'"that“tiﬁ;';é major issues . '
be addressed by the Commission at this meeting. The issues are: “
e A définition of "under consideration for hire."

® The issues involved in the "re-testing" of applicants.

] The establishment of a "fee" for the process.

The Taw also creates the necessity to amend other portions of PAM D-11 to
accommodate needed technical or format changes.

Each of these issues is discussed in the following pages.

DEFINITION OF "UNDER CONSIDERATION FOR HIRE"

The proposed definition of "under consideration for hire" for purposes of
being eligible to be administered the Basic Course Equivalency Process
including the Basic Course Equivalency Examination, as authorized by Section
13511 P.C., is as follows: .

An individual is under consideration for hire when POST recejves a .
statement from an agency head attesting to the fact that the individual is
currently on the employer's applicant list. An applicant 1list, for

purposes of this definition, is a list of potential new employees that

have been subject to review and screening by the agency head to ensure

that they possess the agency's minimum qualifications for the position of .
peace officer.

-2-



The proposed definition, it is believed, takes into consideration the intent
of the law that an opportunity to satisfy the basic training requirements for
individuals already trained be allowed in a reasonable manner . The required
review and screening for the minimum qualifications will provide POST with the
necessary assurance the agency head has completed sufficient screening to be
certain the individual is employable by the agency.

The -agency head is responsible for screening and selecting the individual as
an employee and would continue, as current procedures require, to determine
that the prior training received is equivalent to the POST Basic Course.

Procedurally, the agency head, after the review and screening for the agency's
minimum requirements, must then determine that the individual's previous
training is equivalent to the POST Basic Course. Using the appropriate POST
forms, he must attach all required supporting documentation, and must attach
the individual's required application fee to the evaluation, and then provide
the material to POST for processing.

ISSUES INVOLVED IN "RE-TESTING" INDIVIDUALS

The proposed changes in four "re-testing” areas are discussed below.

1. If the individual obtains a score of less than 70% on any of the
modules, the individual will be allowed to re-test for the failed
modules.

The Commission's present procedure indicates that if the BCEE applicant
receives a score of less than 70% on each of three of less modules, he/she
will be allowed to remediate the failed modules to satisfy the Basic Course
training requirement, provided the aggregate test score is 70% or better. The
applicant may remediate the failed modules, then the accredited trainer must
verify to POST the remediation has been successfully completed.

Section 13511 P.C. requires that the re-testing procedures shall be designed
so that any portion which has previously been passed need not be retaken. The
section does not mention remediation as a requirement and does not indicate
that only three portions of the test, or any other specific number may be
missed. Therefore, the policy is proposed there be no requirement for
remediation and there be no 1imit on the number of failed modules for
re-tested individuals.

2. The re-test may be taken after 30 days from the original examination
date, and no later than 180 days from the original examination date.

The recommendation that there be a 30 day minimum time 1imit before the
applicant may be re-tested is offered to allow the applicant the opportunity
to remediate and will allow sufficient time for the re-test process between
the applicant and POST to take place. The recommendation that there be a 180
day maximum time limit by which time the applicant must have been re-tested is
offered to allow the applicant sufficient time to obtain remediation, if
desired. Also, the equivalency process infers that an agency head has
indicated the applicant is eligible for employment and is under consideration
for hire, therefore, the total process should be completed in a reasonable
period of time which will allow the involved agency head to pursue hiring the
applicant.
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3. The individual will be allowed to be re-tested only one time on those
modules of the Basic Course Equivalency Examination that were failed.

The recommendation to ailow one re-test only for each applicant is based on

the belief that applicants are deemed to possess equivalent basic training,

are presumed to possess the knowledge contained in the basic training course, .
and are in the process of being hired by a law enforcement agency. It is

believed that if after taking the Basic Course Equivalency Examination and

failing, remediating those portions failed and taking one re-test and failing

again, the applicant should be required to compiete the POST-Certified Basic

Course.

4. The individual in order to satisfy Regulation 1005(a), who fails
modules of the Basic Course Equivalency Examination and fails to be
re-tested within 180 days or fails any module of the re-test is
required to satisfactorily complete a POST-certified Basic Course.

This section is offered to clarify the Commission's requirement concerning the
time 1imit for being re-tested, the requirement that individuals be allowed to
re-test one time only, and to clearly state that if the individual fails these
requirements, the POST-Certified Basic Course must be satisfactorily compieted.

FEE SCHEDULE

The proposed "fee" to be charged is as follows:

& Application and evaiuation fee ' $75
) Basic Course Equivalency Examination fee "$91
] Basic Course Equivalency Examination Re-test fee $91

staff evaluation of equivalent documentation, staff time and materials cost
required to correspond with individuals and agencies throughout the process,
staff time involved in processing the fee, and administrative/supervisory time
required for review and approval. .

The initial Basic Course Equivalency Examination fee includes costs necessary
to deliver the examination to convenient locations that are scheduled
periodically, to proctor the examination, to maintain security of the
examination, to return the examination and individual answer sheets to the
POST headquarters, and to provide for the maintenance costs for the
examination. (The maintenance of the test items contained in the examination
will be closely reviewed and supervised, and will be revised on a scheduled
basis). -

The Re-test fee includes the same costs as are included in the Basic Course
Equivalency Examination fee. '

The fee for both examinations is based on actual projected costs and include
personnel salary, travel, per diem, and maintenance cost. The initial
projection is that there will be 300 applicants per year for the Basic Course
Equivalency Examination, .and .-for the re-test. There will be 36 examinations
per year. There will be an average of eight applicants at each examination.
Further evaluation of costs and actual experience will result in changes in
the fee schedule.

o



OTHER PAM TECHNICAL OR FORMAT CHANGES

PAM Procedure D-11 requires formal revision to accommodate the significant
changes discussed above. Other related changes in specific D-11 provisions
are also required. The full text of proposed changes in Procedure D-11 are
shown in "ATTACHMENT B".

A detailed narrative explanation of each proposed change in Procedure D-11 is
included with this report as "ATTACHMENT C".

SUMMARY

Staff will be continuing to evaluate issues resulting from impiementation of
P.C. Section 13511 and if other Commission Procedures or Regulations are found
necessary, appropriate reports will be made to the Commission. In the
meantime, it is believed the changes in procedure described in this report
will effectively address implementation of the law, and provide for
administration of the Basic Course Equivalency Evaluation and testing process
in a manner that meets the needs of POST law enforcement agencies and
individuals. '

The changes proposed in the equivalency evaluation process have not yet been
communicated to law enforcement agencies. Because of the significance of some
of the changes, it is beleived that those agencies and individuals concerned
with the basic training equivalency process should have opportunity to provide
input. The Commission has previously approved the scheduling of a public
hearing on this matter for October. Staff proposes that we proceed with plans
for the public hearing. Even so, it is recommended that the proposed
procedures be fully operative on an immediate basis. :

RECOMMENDAT IONS

1. Approve revisions to PAM Procedure D-11 and direct that these revisions
establish immediate interim procedures for the equivalency evaluation and
testing process.

2. Set a public hearing for the October 1981 meeting {as previously approved

by the Commission at the January meeting) to allow field input and to
confirm these procedural changes.



ATTACHMENT "A"

Complete text of Penal Code Section 13511

§ 13511. Place of training; testing in lieu of at-
tendance at training academy or col-
lege

In establishing standards for training, the commis-
sion shall, so far as consistent with the purposes of
this chapter, permit required training to be obtained
at institutions approved by the commission.

- (b} In those instances where persons have acquired
- prior equivalent peace officer training and are under
consideration for hire by an agency participating in
the POST program, the commission shall, no later
than July 1, 1981, and thereafter, pravide the oppor-
tunity for testing in lieu of attendance at a basic
training academy or accredited college. Tests shall
be constructed to verify . possession of ‘minimum
knowledge and skills required by the commission as
outlined in its basic course. Such tests shall be
scheduled periodically in convenient loeations, and an
opportunity shall be provided for testing and retest-
ing under procedural guidelines established by the
commission. The retesting procedures shall be de-
signed so that any portion which has been previously
passed need not-be retaken. The commission shall

charge a fee to cover administrative costs which is
sufficient to cover all the cosls associated with the
testing conducted under this subdivision.

{Added by Stats.1959, ¢. 1823, § 2. Amended by Stats.1980,
c. 213, § 1)
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POST Administrative KManual

Commission Procdeure D-11

*Revised:
Janyary 1, 1981
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Training

BASIC COURSE EQUIVALENCY EVALUATION AND EXAMIMATION PROCESS

Purpose

% 11-1. Establishes Guidelines: This Commission Procedure implements the guidelines for
determining equivajent training for newly employed or re-employed peace officers who do
not possess a POST Basic Certificate, and reserve officers to be assigned Level I
responsibilities. The waiver of basic training for an already trained peace officer
who has completed cquivalent training is authorized by Section 1008 of the Regulations.

Eligibitity

* 11-2. Eligibility Status:

a. The individual must be -currently—-employed under consideration for hire by the
requesting agency as a full-time law enforcement officer {as defined by Regulation
1001{1) or appointed as a reserve officer to be assigned Level I duties in order to
have prior training evaluated for eligibility to take the POST Basic Course
Equivalency Examination (BCEE}.

During the evaluation and testing process, the an employed regular officer may
exercise peace officer powers while participating in a POST-approved Field Training
Program for a maximum of 90 days from date of employment. (See PAM, Section D-13}

b. An individual who satisfactorily completed a POST-certified Basic Course on or after
January 1, 1973, including those certified under the former 200 hour Basic Course
standards, are, except as otherwise determined by the Commission, deemed to have met
the current training requirement of either the regular Basic Course {PAM Section
D-1), or the Specialized Basic Investigators Course {PAM, Section D-12}, and no
evaluation or testing is required. (Refer PR, Section D-1 and D-12)

c. Basic Course training completed prior to January 1, 1973, shall not be deemed to
have met -the basic training requirement. A1l such persons requesting a waiver of
basic training must, through the evaluation and testing process, meet the current
training requirements of PAM, Section D-1 or D-12, as appropriate to the type of
agency of employment.

d. The evaluation and testing process shall be followed in all cases when the peace
officer was trained in another state and is -appeinted- under consideration for hire
for the first time as a California peace officer. Training completed hy persons
being re-employed as a California peace officer will be evaluated and tested, as
determined by the Commission.
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Equivalent Training

“* 11-3. Reqular Basic Course Equivalent to Specialized Basic Investigetors Course: An

individual who meets the current PAM, Section D-1 training requirement is deemed by
the Commission to meet the training requ1rem°nt of PAM, Section D-12. However, an
individual who has completed the training requirement of PAM Section D-12 must
document training equivalent to the PAM, Section D-1 requivement through the
evaluation and testing process.

* 11-4. Agency Comparison of Completed Training is a Prerequisite to POST Evaluation
and Testing:

a. Each eguivalency evaluation request must be accompanied by the individual's
app11cat1on fee and a comparison which has been made by the requesting department
head using POST Form 2-260 of the individual's completed traanTng Information
provided must specify the basis upon which the equivalency is being declared and
specify training that can be verified when compared to PAM, Section D-1 or D-12, as

- appropriate to the Basic Course training requirements for the employing agency.

b. When POST determines that the training material submitted in support of an
equivalency evaluation reguest is eguivalent to the existing basic training
requirement, a Basic Course Equivalency Examination {BCEE} will be scheduled and
administered. by-PO5T-staff-within-=15=-dayst  The department and individual will
be notified of the results of the examination.

—*11-5. Training and Education Accepted by POST for Evaluation: POST staff will

_ equ:va1ent to the tra1n1ng requ1red for the Bas1c Course.

evaluate documentaticn of training and education, including POST-certified Reserve
Courses, submitted under the provisions of Commission Regulation 1003 which may bz

\
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Equivalency Examination

* 11-6. . Requirement for Passing Basic Course Equivalency Examination: Each individual
-who takes the BCEE must pass with a minimum score of at Teast 70% on each of the
modules in order to satisfy tha Basic Course training requirement.

a. If the individual reeeives obtains a score of less than 70% on each-of-three-ar
less any of the modules, hefshe the individual will be allowed to rewediate re-test
for the failed modules to satisfy the Basic Course training requirement. previded
the-aggregate-test-seore-is-78%-or-better:

br-1f-the-indtvidual-recetves-a-score-of -tezys -then-70%-on-each-of ~Ffour —orore
medutes;-~ar-Fails-te-achieve- a-minimm-aggregate-test-score-of -at-teast- 1%y
Pegapd¥ess—aﬁ -the-pumbepr-of -nodutes -Fattad;-hefshe-ts reanred-to*satrs?actorr}y'
eomplete-a-ROSTt-eertified-Baste-Courses

1---1f-the-department-has-a-POST-2pproved -Fretd-Fratning-Program; -the-tndtvidaats
if -to-exeretse -pezee -efftezr -poverss-may -b= -asstoed-to-partioctpate -tn-—such
program-for-a-maximm-efF -30 -days~ Frmn—datL-cF—awp}oytentﬂrhr}e1naxrng-up the
faited modules-af -the -exentration s-or -betore -botrng onrotted ~hr-a-certifted
Bas*c-Cour&e-v-fPPW-—SectrcnﬂBr}}#Ea}-

27—~ -the depariment -does -mot -have 2 POSF=approved Fietd ~Fratning Progran; the
tndividuat-does-not-have perace -off foor ~powers —ant tH-the -tratning requiranent -of
the -Baste Cotrse-has -bacn = abisfactor ity -conpteted -
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b. The re-test may be taken after 30 days from the original examination date, and no
Tater than 180 days from the original examination date.

c. The individual will be allowed to be re-tested one time only on those modules of
the Basic Course Equivalency Examination that were failed.

d. The individual, in order to satisfy Regulation 1005(a), who fails modules of the
basic course equivalency examination and fails to be re-tested within 180 days or.
fails any module of the Ra-test is required to satistactority coaplete a
POST-certified Basic Course.

e. If the individual is employed as a full-time peace officer and the department has a
POST-approved Field Training Program, the individual, in order to exercise peace
officer powers, may be assigned to participate in such a program for a maximum of
90 days from date of employment prior to successful re-testing of failed modules of
the examination or before being enrolled in a certitied Basic Course. {PAM,
Section D-11-2a).

*"}l—%r~4%§M3#Hﬂ?kx}{#l4%yFHaifmxﬂ£H§H~~4H+JHH#thkﬁiL4#%}4%33;%&5;4}4x3n%}4ﬁiik§ﬁ;JQHHL
ﬂ%%«n%<ﬁﬁﬁ+4ﬁi4ﬂwqx}4nt4Qnﬁnaﬂuthkﬁ;4ﬁiJHmyiuxﬁ;ﬂuﬂﬁ;éﬁnﬁéﬁkuﬁxnrﬁHf4xmwﬂ4§x;4ﬂuﬁky
modttFes -at- & -ROST—certified Baste Acadeny,- o -ai--any-insEitutien~apsroved-by-the-
Gemmissien;—priep—ts—exepeising-peaee-e?iieev—pawePsr--?he-departmeﬁ%~head—has—the
disepetiea-eﬁ—reqai#iag—the—individaa}-te—sabisﬁaeteP$ly-eemp¥ete—a—ﬁu%%;—eevt%ﬁ#ed
Basic-Goursa-in-tieu-of-making-up-the-failed-moduless

Fee Schedule

* 11-7. Basic Course Equivalency Fxamination and Re-test Fee Schedule: Penal Code

Section 13511 requires that the Commission charge a fee to cover administrative costs
which 35 sufficient to cover ajl costs associated with the testing conducted under
this subdivision. 1Tha fee scnedule is as folliows:

a) application and evaluation fee - $75.00;

b) Basic Course Equivalency Examination fee - $91.00;

¢) Basic Course Equivalency Examination Re-cxamination fee - $91.00.




"ATTACHMENT C"

NARRATIVE
Revision of PAM D-11

This section specifically details sequentially all initial proposed changes in
PAM D-11. The section restates some imformation discussed under the major
issues which is included to fully describe the revisions and to offer
rationale for the proposals in D-11

POST Administrative Manual D-11-2{a) presently states in part, "the individual
must be currently employed by the requesting agency,” etc. Section 13511 P.C.
requires that the wording be modified to state in part, "the individual must
be under consideration for hire by the requesting agency," etc.

The proposal is a word change only.

POST Administrative Manual D-11-2(d), presently states in part, "the peace
officer was trained in another state and is appointed," etc. Section 13511
P.C. requires that the wording be modified to state in part, "the peace
officer was trained in another state and is under consideration for h1re, etc.

The proposal is a word change only.

POST Administrative Manual D-11-4(a), presently states in part, "each

equivalency evaluation request must be accompan1ed by a comparison which has
been made by the requesting department using POST Form 2-260," etc. Section
13511 P.C. requires that a fee be charged to cover costs of the program which

requires that the wording be modified to state in part, "each equivalency

evaluation request must be accompanied by the individual's application fee and
a comparison which has been made by the requesting department, using POST Form
2-260," etc.

The proposal is to add the statement "the individual's application fee and.”

POST Administrative Manual D-11-6(a), presently states in part, "if the
individual receives a score of less than 70% on each of three or less modules,
he/she will be allowed to remediate the failed modules to satsify the Basic
Course training requirement, provided the aggregate test score is 70% or
better.” Section 13511 P.C. requires that the re-testing procedures shall be
designed so that any portion which has previously been passed need not be
retaken. The section does not mention remediation as a requirement. Section
13511 requires that the wording be modified to state in part, "if the
individual obtains a score of less than 70% on any of the modules, the
individual will be allowed to re-test for the failed modules to satisfy the
Basic Course training requirement period."”

The proposal is to make the following technical changes: To change the word
"receives" to "obtains" to eliminate "each of three or less" - the law does

- not indicate that only three modules may be missed. Therefore, "any of the"

replaces each of "three or less"; to eliminate "he/she" and replace with "the

individual," - a technwca] change to be consistent w1th other 1anguage, to
etiminate the word "remediate" and replace it with "re-test for"; and to
eliminate "provide the aggregate test score is 70% or better," - the Taw

requires that the test be passed in portions or modules not as an aggregate.

Y



POST Administrative Manual D-11-6(b), presently states in part, "if the

individual receives a score of less than 70% on each of four or more modules,

etc., and continues through D-11-6(b)(1) and (2)." Section 13511 P.C.

requires that the wording in D-11-6(b) be eliminated because the section is no

longer applicable. The applicant need not take the re-test on any portion of

the test that has previously been passed. Section D-17-6(b)(1) is deleted .
from its present location and relocated under Section D-11-6(d) with some

minor technical modification. Section D-11-6{b}{2) is deleted from its

present location and, in part, included under Section D-11-6(d) with some minor
technical modification.

The proposal is to eliminate this section, reword part of the section, and
relocate under Section D-1-6(d).

POST Administrative Manual D-11-6(b) (revised) as proposed states, "the
re-test may be taken after 30 days from the original date, and no later than
180 days from the original examination date.” The recommendation that there
be a 30 day minimum time 1imit before the applicant may be re-tested is
offered to allow the applicant the opportunity to remediate and will allow
sufficient time for the re-test process between the applicant and POST to take
place. The recommendation that there be a 180 day maximum time limit by which
time the applicant must have been re-tested is offered to allow the applicant
sufficient time to obtain remediation, if desired. Also, the equivalency
process infers that an agency head has indicated the applicant is eligible for
employment and is under consideration for hire. Therefore, the total process
should be completed in a reasonable period of time which will allow the
involved agency head to pursue hiring the applicant.

The proposal is_to_determine a minimum of 30 days and_a_maximum_of 180 days ___

- the Commission will allow for each applicant being administered the Basic -~ - - :
Course Equivalency Re-test. . 4

POST Administrative Manual D-11-6(c) (revised) as proposed states, "the
individual will be allowed to be re-tested on those portions of the Basic
Course Equivalency Examination that were failed, one time only." The
recommendation to allow one re-test only for each applicant is based on the
belief that applicants possess equivalent basic training, are presumed to
possess the knowledge contained in the POST Basic Training Course, and are in
the process of being hired by a Taw enforcement agency. It is believed that
if after taking the Basic Course Equivalency Examination and failing,
remediating those portions failed, and taking a re-test and failing, the
applicant should be required to complete the POST-certified Basic Course.

The proposal is to allow the applicant one re-test only after failing portions
of the Basic Course Equivalency Examination.

POST Administrative Manual D-11-6{d) is a new section and includes portions of
old D-11-7 that is deleted. The section as proposed states, "the individual,
in order to satsify Regulation 1005(a), who fails portions of the Basic Course
Equivalency Examination and fails to be re-tested within 180 days or fails any
"portion of the re-test is required to satisfactorily complete a POST-certified
Basic Course."

The purpose of this section is to clarify the Commission's requirement

concerning the time 1imit for being re-tested, the requirement that

individual's be allowed to re-test one time only, and to clearly state that if .
the individual fails these requirements, the POST-certified Basic Course must

be satisfactorily completed.
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POST Administrative Manual D-11-6(e) as proposed states, "if the individual is
employed as a full-time peace officer and the department has a POST-approved
Field Training Program, the individual, in order to exercise peace officer
powers, may be assigned to participate in such a program for a maximum of 90
days from date of employment while making up the failed modules of the
examination or before being enrolled in a certified Basic Course.” (PAM,
Section D-11-2{(a)). This section replaces portions of the present
D-11-6{b)(1) and (2). This section is in the procedure to accommodate
individuals that are hired prior to the agency's request for the Basic Course
equivalency process, to notify the agency head of the requirements in Section

. 832,3 P.C., and to clarify that the 90 day period the employee may participate

in the Field Training Program now includes taking the re-test on the failed
modules of the Basic Course Equivalency Examination.

The purpose of this section is to notify the agency head of the 90 day time
1imit for successful re-testing of the failed modules of the Basic Course
Equivalency Examination in order for the employed individual to exercise peace
officer powers while participating in a POST-approved Field Training Program.

‘POST Administrative Manual D-11-7 presently discusses remediation of failed

modules, the passing score, the number of modules that can be missed, and
satisfactory completion of the Basic Course. Appropriate portions of this
section are included in the proposed new Section D-11-6(d). This section is
totally revised because, as previously mentioned, remediation is not required
by law and the law does not indicate that only three, or any other specific
number of modules, can be failed and then re-tested. Section 13511 P.C.
requires that the Commission shall charge a fee to cover administrative costs
which is sufficient to cover all the costs associated with the testing
conducted under this subdivision. The new D-11-7 describes the fee schedule.
The cost to the Commission for the evaluation, review, and administrative
processing of the application initially is $75 per applicant. The cost to the
Commission for administering the Basic Course Equivalency Examination
initially is $91 per applicant. The cost to the Commission for administering
the Basic Course Equivalency Re-test initially is $91 per applicant.

The purpose of the section is to identify the initial fees for the Basic
Course Equivalency Evaluation and for the Examinations.
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COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

7100 BOWLING DRIVE, SUITE 250
SACRAMENTO, CALIFORNIA 95823

POST ADVISORY COMMITTEE MEETING
July 15, 1981
The Bahia Motor Hotel, San Diego, CA

MINUTES

CALL .TO ORDER

The meeting was called to order at 10:15 a.m. by Chairperson Ayres; a quorum
was present.

ROLL CALL OF THE ADVISORY COMMITTEE MEMBERS

Roll was called:

Present were: Barbara Ayres, Larry Watkins, Dr. Robert Coombs,
Michael Gonzales, Joseph McKeown, C. Alex Pantaleoni,
. Arnold Schmeling, J. Winston Silva, George Tielsch
' Absent were: Wayne Caldwell, Edwin'Meese, Robert Wasserman
POST Staff Present: Don Beauchamp, Donald Moura, Brooks Wilson,

Rachel Fuentes

APPROVAL OF PREVIOUS MINUTES

MOTION - Pantaleoni, second - Schmeling, carried unanimously for approval of
the March 12, 1981 minutes as written.

- EXECUTIVE PROGRESS REPORT

Don Beauchamp, Assistant to Executive Director, reported that the Executive
Director was not able to be present due to illness. Beauchamp reported that
during the last three weeks, the Executive Director has been visiting the
Arizona and New Mexico police academies as part of his plan and effort to
familiarize himself as to what is happening in other states. Earlier this
year, visits to the POST equivalents in Oregon, Washington, and Utah were made.
The Executive Director will comment on his trip at the Commission meeting.
Beauchamp briefed the Advisory Committee on the continuation of the POST
reorganization process begun by the Executive Director last year. Through a
Personnel Board action, two new positions have been created. They are Deputy
Executive Director position (Career Executive Assignment III) and the Assistant
. to Executive Director (CEA 1). Glen Fine, formerly Chief of Training Program




Services, has been appointed Deputy Executive Director. &len will have _
responsibility for day-to-day line activities of POST and will coordinate

the efforts of the seven bureaus through the Bureau Chiefs. Don Beauchamp,
the POST Legislative Coordinator for the past three years, has been appointed
to fill the Assistant to Executive Director position. Don will continue to
serve our legislative needs and additionally will assume the responsibility
for the coordination of special projects conducted out of the Executive Office.
The Special Projects Unit consists of Brooks Wilson and Hal Snow, who was
promoted to Bureau Chief. Ted Maorton was appointed Chief of the Training
Program Services replacing Glen Fine. The Committee was also informed that
POST hired five new consultants., They are: Michael DiMiceli {formerly Chief
of Police in Vail, Colorado, and full-time management consultant with Arthur
Young and Company); Dopald Moura, a former Pleasanton police officer and
chairman of the Division of Administration of Justice at Delta College;

Holly Mitchem, Research Training Coordinator for the Vacaville Police Department;
Doug Thomas, Sheriff of Plumas County and Everitt Johnson, Sergeant of the

Los Angeles County Sheriff's Office. With the reorganization and the hiring
of the new consultants that have taken place, the reorganization process is
about completed.

PROFESSIONALIZATION COORDINATING COMMITTEE ACTIVITIES

- Brooks Wilson of POST staff advised the Advisory Committee that work is proceeding
on the Professionalization Symposium issues with several items on the agenda for
the July 16 Commission meeting. He gave a brief background of the Symposium on
Professional Issues in Law Enforcement which was hosted by.POST, PORAC and CPOA
in October 1980. As a result of this, there were a number of jssues that were
identified which need to be addressed in order for California law enforcement

to advance toward professionalization. A report was prepared as a result of -
‘the Symposium and the Commission agreed to host a number of follow-up seminars
throughout the state to address the identified issues. A Professionalization
Coordinating Committee was appointed to coordinate these activities. This is

a 16 person group consisting of five members from CPOA; five members from PORAC
and six members from the Long Range Planning Committee who are also on the
Commission.

Six task forces were established to assist the Committee with their work. Of
the six task forces, recommendations from four have been submitted and approved
by the Coordinating Committee. They are: _ : :

Task Force on Licensing/Enhanced Certification .

Task Force on Continuing Education and Training, Group 11
{Increased Executive Training) :

Task Force on New Organizational Concepts

Task Force on Education and Training (Pre-Employment Training and
Education) .

E ™ -

A fifth Task Force on Retention Strategies has completed their work and generated
a number of recommendations for the Coordinating Committee to consider. These
recommendations will be presented to the Commission with the suggestion that



they refer them to the Commission Long Range Planning Committee. The
Coordinating Committee will meet again in early September at which time
they will hear the recommendations from the sixth Task Force which is
addressing Additional Training and Educational Requirements for Superv1sors
and Managers.

Wilson explained and discussed with the Committee the various recommendat1ons
proposed (see Attachment A}.

1.

Task Force on New Organizational Concepts

The purpose of this task force is to develop position papers and strategies
for implementing consolidation, regionalization, more efficient use of
nonsworn personne] reg1ona1 selection procedures, and new career ladders.

Wilson explained that this recommendation is the most controversial of the
recommendations. They are recommending for the future that we take a look
at the possibility of regional delivery of police services and that there
be a statewide organization of law enforcement that is administered
regionally. This recommendation has been referred back to the Coordinating
Committee with the suggestion that they refer it back to professional
associations, such as the League of California Cities, CPOA, County
Supervisors, the Legislature, or other appropriate groups to see if there
is any interest in addressing this drastic change in California law
enforcement. . . '

Task Force on Continuing Education and Training, Group II {Increased
Executive Training) ,

The purpose of this task force is to develop suggested increased execut1Vﬂ

training.

Recommendation 1 was, discussed with Wilson explaining that this is not
necessarily POST's position on this subject. He stated that POST will
act as a clearinghouse for information on this subject for Chiefs and
Sheriffs who desire to receive this service.

Recommendation 2 and 3 - no comments.

Recommendation 4 was discussed. Wilson reported that the staff analysis
is recommending this concept be approved except the outside one-on-one
on-site counseling program, a program POST could not afford to fund.

Recommendation 5 was discussed and Watkins asked how we are going to
provide this. Wilson stated that POST is going to explore the costs and
capability for doing this.

Recommendation 6 - Wilson told the Committee that this recommendation did
not come out of the task force but rather d1rect1y from the Coordinating
Comm1ttee

]



Task Force on Education and Training .

The purpose of this task force is to develop suggested Regulation changes,
etc., to increase pre-employment training in conjunction with improving
the relevance/quality of such training, and to standardize career entry
paths.

Recommendations 1, 2, and 3 - no comments.

Recommendation 4. McKeown and Pantaleoni discussed problems with this
concept and the Committee agreed that this recommendation is not ready
to go to the Commission. - It was recommended that POST and others work
with representatives of preserv1ce programs, -agency-and college-based
-academies, user agencies, and the Chancellor's Office to develop an AA
degree program which integrates the Basic Course and the degree.

Recommendations 5 through 11 - no comments.

Task Force. on Licensing/Enhanced Certification

~The purpose of this task force is to develop for Commission consideration,
legislation or PAM changesdirected to the Ticensing of poiice officers,
or to initiate PAM changes which would upgrade the Basic Certificate to
license status. Increased training and minimum selection standards are
to be considered as part of the legislation or regulation changes.

Recommendations 1 through 9 - Wilson discussed and commented on these with
the committee.

Ta;k Force on Retention Strategies

The purpose of this task force is to develop position papers and strategy
~for improving retention of quality police personnel in the California law
enforcement community.

Wilson reported that the Task Force developed a report analyzing attrition
rates in California law enforcement agencies along with general causes and
remedies. This report generated four recommendations supported by the
Coordinating Committee. An additional recommendation made by the Committee
was that the report be accepted by the Commission for publication and
distribution.

Advisory Committee members reguested that a 1ist of members who are on the
different task forces be furnished to them. Wilson will forward this
information in the near future. '

TRAINING NEEDS ASSESSMENT REPORT

Wilson briefed the Committee on the Training Needs Assessment Final Report and
explained some of the issues addressed. - He commented on the Executive Summary
of the report on page 5. He further commented on other sections of the report



and encouraged the members to read this report and follow up as the issues
are. addressed at the Commission.

BASIC ACADEMY UPDATE

Don Moura reported on the Basic Academy Update Consortium activities and
informed the Committee that we have an outstanding Basic Course Academy
Program in the State of California. He explained that the Basic Course
Consortium is a group of academy directors or coordinators selected to
address the issues involving the Basic Course such as curriculm revisions,
quality considerations and presentation problems. Moura distributed a
Basic Course Maintenance Project Activities report to the members and gave
a brief presentation (see Attachment B). He alsg distributed the minutes
of the Basic Course Consortium meeting held on June 17-18 in Los Angeles
(see Attachment C) and explained a few highlights of the meeting. Moura
explained that POST's goals and objectives for 81-82 will include updating
the Basic Course Performance Objective Manual, updating one unit guide each
quarter, and updating the Basic Course Management Guides. POST will also
continue to call Consortium meetings several times a year, and conduct our
Basic Course Instructor Update Programs on a regular basis.

LEGISLATIVE UPDATE

Don Beauchamp gave a brief status report on the active bills that POST is
following. See Attachment D.

PROPOSED DATES AND LOCATIONS OF FUTURE MEETINGS

Chairperson Ayres advised the members that the next Advisory Committee meeting
will be held in the Bay Area on QOctober 8-9, 1981. After discussion, it was
decided to have the meeting at the H111sda1e Inn in San Mateo. Our December
meeting is scheduled for December 17-18 in Orange County. Staff will seek

an appropriate location and confirm with the Chairperson.

QLD BUSINESS/NEW BUSINESS

1. Chairperson Ayres read a Tetter receijved from Herb Ellingwood dated
April 11, 1981 advising her that he has resigned because of his appo1nt—
ment to the White House staff.

2. Advisory Committee Minutes

Wilson asked the Advisory Committee members regarding the timing of the
minutes and if they needed two copies for their files. After discussion,
it was agreed that the minutes should be sent to the members as soon as
possible after the meeting and that one copy of the minutes would be '
sufficient.

3. Advisory Committee's Role

Concern was expressed by the Advisory Committee members as to what is
exactly the role and function of the group.- After much discussion, it
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was the consensus of the Committee that.the Advisory Committee members
are not being advised appropriately as to what is going on so that they
can notify their association and constituents as to what is happening
and also to obtain some input from them.

It was agreed that Chairperson Ayres will have an informal discussion with
the Executive Director at the July 16 Commission meeting regarding the
role of the Advisory Committee.

4. Advisory Committee Vacancies

The Committee discussed the vacancies in the Advisory Cormittee and the
policy regarding the filling of these vacancies. Beauchamp stated that
the members are appointed by the Commission. Members representing an
association or agency are nominated by the association or agency and the
public members are nominated by the Commission. o

Chairman Trives has nominated two public members to fill the existing
vacancies. They are: :

Ms. Mimi Silbert, Executive Director of the Delancy Street
Foundation, a private, non-profit rehabilitation center in
San Francisco; also a former training consultant for the
San Francisco Police Department, recommended by C.A.D.A.

Ms. Alice Lytle, Secretary, State and Consumer Services Agency,
and Chairperson of the Governor's Task Force on Civil Rights,
nominated by the Chairman,

The.appointment of Sheriff Richard Pacileo to the POST Commission created
a vacancy for the California Sheriffs' Association representative on the
Advisory Committee. A letter has been received from the Sheriffs®
Association nominating Ben Clark, Sheriff of Riverside County, as the
replacement.

" The Commission will take action at the July 16 Commission meeting'to fi1y
these vacancies.

REPORTS FROM MEMBERS OF THE COMMITTEE

Chairperson Ayres - (WPOA) Chairperson Ayres reported that WPOA's will have a
Board meeting on Friday, July 17 and an all day training session on Saturday,
July 18 at the Ambassador Inn in West Covina.

Vice-Chairman Watkins - (CHP) Vice-Chairman Watkins reported that Chief Tielsch
has a letter from the area CHP Chief regarding motorcycle training. CHP worked
with POST about eight months ago under a grant to help in traffic safety and

tried to set up a Southern California motorcycle training academy. He stated

the CHP motorcycle training backlog is four years for allied agencies at their
academy. CHP had some funds to expand their course so they had the funds diverted
to Sacramento to hire additional motorcycle mechanics which will alow them to
expand their staff to pick up 90 more allied agency officers per year. A lot of
the problems have been created by the Office of Traffic Safety giving grants tc
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Tocal agencies to buy motorcycles without providing the necessary training,

Committee Member Coombs - {Public) Dr. Coombs reported that this ié his last
meeting and he apprec1ated very much the chance to get acquainted with the
members.

Committee Member McKeown - {CADA) Mr. McKeown stated that Alex Pantaleoni

has been elected Chairman of the Academy Directors; the Vice-Chairman is

Morris Hickerson of Alameda County Sheriff's Department; Secretary-Treasurer

is Bob Blanchard of Santa Rosa College. They are busy working on changes

in the Basic Course that Don Moura just gave a report on, and also their concern
with the proliferatijon of the academies.

Comnittee Member Schmeling - {COPS) Mr. Schmeling had nothing to report.

Committee Member Tielsch - (CPCA) Chief Tielsch had nothing to report.

Committee Member Gonzales - (CAPTO) Sergeant Gonzales reported that it came -
out in two publications that the CAPTQ Conference will be held at the Holiday
Inn in Los Angeles on October 14-16, 1981. This is in error. It will be held
at the Holiday Inn in Ventura. He requested that the POST Scripts be corrected.
Also, the new State President of CAPTO is Commander Mike Sorge of Sacramento.

Committee Member SiTva - (Community Colleges) Mr. Silva reported that the
Chancellor's Office is beginning to devise its 5-year plan for the .1582-87.
fiscal years. He commented that he received some good information from Wilson's
repart on the Task Forces and he will try to incorporate some of the suggest1ons
into the 5- year pian.

Committee Member Pantaleoni - (CAAJE) Pantaleoni reported that they had their
Annual Conference in Fresno on April 23-25. He stated this was a good successful
conference and was one of the best they have had in the Tast five years. The
next Annual Conference will be held in San Jose the third week of April 1932.

ADJOURNMENT

Theré being no further business, the meeting was adjourned at 3:15 p.m.

@W

Rachel Fuentes
Secretary

Attachments
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. _ Attachment "A"
RECOMMENDATIONS OF PROFESSTONALIZATION COORDINATING COMMITTEE

As a result of the "Symposium on Professional Issues in Law Enforcement' hosted in
October, 1980, by POST, CPOA and PORAC, a steering committee, entitled "Profession-
alization Coordinating Committee''was appointed to address the professionalization
igsues identified.

Six task forces were established by the Professionalization Coordinating Committee
to assist them in’ their work. All of the task forces have met. several times and
five of them have submitted a list of recommendations. Listed below are those rec-
ommendations which have been accepted (with some modification) by the Professional-
ization Coordinating Committee and referred to the policy making bodies of POST,
PORAC and CPOA for review.

In reviewing them, please keep in mind that they are in a review procéss and may or
may not emerge in their present form as actions or statements that are endorsed by
the three groups (PORAC, POST, CPOA).

The task forces which have reported, along with their purpose and recommendations
are:

TASK FORCE ON NEW ORGANIZATIONAL CONCEPTS

Purpose: To develop position papers and strategies for implementing consolidation,
regionalization, more efficient use of nonsworn personnel, regional selection pro-
cedures, and new career ladders.

Recommendations are directed to Phase I - New Organizational Concepts.

'Coordinatingggommitteé Recommendation #1

Consolidate police services in California so as to form a system in which the state
is divided into geographic areas, each served by a locally managed police force; all
of the forces by law comprising the statewide system.

TASK FORCE ON CONTINUING EDUCATION AND TRAINING
Group II - Increased Executive Training

Purposef To develop suggested increased executive training.

Recommendation #1 _ .
POST should provide a comprehensive Executive Profile Assessment - a comprehensive
assessment of the chief executive's strengths, weaknesses, management styles, and

aptitude by a variety of examinations and analysis by experts.

Recommendation #2

Mandate the Executive Development course for all chiefs and sheriffs appointed after
the effective date to an agency in the Regular or Specialized Program..

Modify the course to include an assessment center and increase instructional allow=-
ances to attract the most gqualified ‘instructors.

Recommendation #3

Expand the executive series of courses. Direct content to contempOrary needs,
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continuing executive careers, and various agency sizes. Courses should be affili-
ated with a college or university for credits. The course should be organized to
minimize travel. POST should provide a certificate upon completion of the series
which include: '

a. basic core

b. contemporary issues

c. electives

Recommendation #4 .

Provide a program of Executive Resources which includes:

a. Expansion of POST management counseling services to include a cadre of
‘resource personnel to assist executives on-site with specific or general
needs. '

‘b. Expansion of the Field Management Training to provide more than five days
‘per training session.

c. Maintenance by POST of a list of exemplary projects to include:

1. organizational design

2, facilities

3. data processing

4. communications systems

5. wvehicle fleet maintenance procedures
6. technology transfers

Recommendation #5

POST should provide and maintain a quarterly digest of excellent management arti-
cles, and a video/audio tape management series.

Recommendation #6

Explore the feasibility of establishing a "police college" for supervision, manage-
ment, and executive education and training.

TASK FORCE ON EDUCATION AND TRAINING

Purpose: To develop suggested Regulations change or other stratégy te increase
pre-employment training in conjunction with improving the relevance/quality of
such training, and to standardize career entry paths,

Recommendation #1

The current dual entry pattern for entry into law enforcement should be continued
{hire - then train, or hire those already trained).

Pre-employment training should be encouraged but pre-employment students should,
be screened to minimize the possibility .of undesirable or cobviously unqualified
students attending basic courses.
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Recommendation #2

Basic academy screening should consist of reading/writing tests, physical agility
examination to determine the student's ability to participate in physical training
activities, fingerprint check to determine felony conviction, counseling about
"standards and working conditions, and formalized documentation of this screening
to minimize redundancy with agency screening. Any legislation required to facili-
tate this process should be supported by POST, CPOA, and PORAC.

Recommendation #3

The same standards of quality and content control should be applied to extended
format presentations that are applied to intensive format presentations.

Recommendation #4

Prior to 1987, an AA degree curriculum should be restructured to totally include
or integrate the POST-approved Basic Course with the objective that the require-
ments of an AA-'degree, or its equivalent, be met upon graduation from the basic
academy and prior to employment as a peace officer.

Recommendation #5

A limit of three years should be established within.which a preservice student must
be employed. After that, the equivalence testing process must be invoked.

Recommendation #6

POST should modify its records system to measure current and future levels of pre-
employment training and retention. '

Recommendation #7

Communicate to the community colleges with AJ degree programs about the concern

for lack of relevance in the community college AJ program and recommend that they
adhere to the core curriculum developed through the Chancellor's Office, California
Community Colleges.

Recommendation #8

That POST's regulations be amended to require an Associate degree or 60 semester
units (with &40 units in general education) for the intermediate certificate and
Baccalaureate degree for the advanced certificate along with experiential requi-

sites.

Recommendation #9

An active advisory committee be utilized for all AJ degree programs.

Recommendation #10

POST should mandate a field training program with the following characteristics:

a. The FT program should be required for all newly employed officers
and lateral transfers as part of the agency certification require-

ments.
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The requirement should be "prior to field assignment,” rather than -
"immediately following basic.™

The program shouid be closely related or integrated into the Basic
Course, should be performance objective-orientated rather than time
related, and that POST should update, distribute, and maintain a field
training guide for that purpose.

Recommendation #11

POST should eliminate the six-unit requirement as a condition of employment.

Purpose:

TASK FORCE ON LICENSING/ENHANCED CERTIFICATION

To develop for Commission consideration, legislation or PAM change

directed to the licensing of police officers, or PAM change which would upgrade
the Basic Certificate to license status. Increased training and minimum selec~
tion standards to be considered as part of the legislation or regulations change.

This task force is recommending the joint introductions of proposed legislation

which:

1.

7.

8.

Establishes the Basic Certificate as a license to practice peace officer.
a. Grandfathering -~ Commission sets regulations

b. All full time peace officers in 830 et. seq.

¢. Effective January 1932 o

d. Required 18 mos after employment (832.4 PC)
Expands requirements

a. Subject matter testing

b. Equivalent testing

¢. Grounds for denial

Extends reimbursement to all full time peace officers
Requires subject matter examination

a. Defines subject matter examination

b. Includes job knowledge and skills

¢. Measures all. job knowledge and skills required in basic course

Requires both POST and local standards be met and endorsement by employ-
ing agency to obtain Basic Certificate.

Provides for revocation

a. Commission of felony

b. Fraud on application

¢. Same grounds for refusal to issue [

Requires requalification after 3 years break in service.

Authorizes Commission to obtain background information.

9° Makes misuse of certificate misdemeanors.
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TASK FORCE ON RETENTION STRATEGIES

Purpose: To develop position papers and strategy for improving retention of
quality police personnel in the California law enforcement community for in-
creasing lateral mobility.

Recommendation #1

It is recommended that POST assume responSiblity for gathering attrition data
from local agencies on an ongoing basis for the purpose of monitoring police
attrition. This information should be disseminated to 211 agencies annually.

Recommendation #2

It is recommended that POST develop a regionalized concept of written testing
and physical agility and the development of an eligible list should be explored
and implemented. Such lists should be utilized in association with Qualification
Appraisal Panels of individual agencies.

Recommendation #3

It was strongly recommended that POST establish, as a minimum standard, the

requirements and appropriate minimum passing level for reading and writing
tests developed by POST.

N
Recommendation #4

It is recommended that Lateral Mobility should not specifically be encouraged

"or discouraged, but should be open as an option for individual agencies. POST,

in connection with its study of attritional data, should analyze lateral mobi-
lity through its computerized data bank to determine its implications and im-
pact over the next ten years.



BASIC COURSE MAINTENANCE PROJECT

Storage

a - Coordination with Training Delivery Services
b - Coordination with Standards Validation Services

Activitie
Subject Insiructor Basic Course ; :

Update Matter Update Consortium POST POST
Functions” Experts. Seminars & Committees Staff Commission
Performance .
Objectives X X X X(a,b) - X
Unit Guides X X X X
Management

" Guida X X(a)
Academy Test .
Items X X X X(b)
Academy ’
Instructors X X X ‘
Academy
Directors X X{a,b)
Presantation
Problems X X{a)
Certification “
Guidalines X X(a) : X
xmwﬂo jcal File

n Perf, Object's X

Materials , X

~Attachment "B"

Current
Issues

. Validity of Proficiency Exam
. Success Criteria Standards

Remediation Standards

Extended Format

wn E=] (3] ™ -
- . .

. Student Tracking ﬁnoqucﬂmﬂﬁs
zation)

6. Pre-Screening Mﬁmsamﬂam and
Testing

7. Licensing

8.+ Repository of Academy Test .
ocmmﬁﬂo:m



@

Attachment "C"

COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

Basic Course Consortium Meeting
June 17-18, 1981 - Los Angeles, California

Meeting Minutes

Present:

‘Dave Allan, Attorney General's Office Lonnie Bzard, Sacramento SD
Dale Anderson, Attorney General's Office Fd Docnan, Sacramento SD
Norin Cleaver, Golden West College Alex Pantaleoni, Rio Hondo College
~Jdim McArthur, Oakland PD Dave Hillman, Dept. of Forestry
Norm Norment, Santa Clara CJTC . ~ Dbon Carlson, San Francisco PD
Bil1 Carison, CHP - Mike 0'Kane, Sacramento PD
Penzil Verardo, Parks & Recreation Morris HWickerson, Alameda SD
Phil Pounders, San Bernardino SD Russ Kinderman, Los Angeles PD
Bob Weaver, Rio Hondo College ‘ ~_ Larry Roskens, Modesto RCJTC
“John Metcalf, Rio Hondo Colleage Jack McArthur, Modesto RCJTC
Robert Kr1st1c College of the Redwoods Fred Allen, Butte Center _ ,:
Gary Kuncl, Al]an Hancock College Don Spericer, £HP
Chuck Conaway, Orange SD " Dave Parker, College of Sequo1as
Archie Sherman, Bakersfield College Neal Al]bee, San Jose City College
Gary Miller, Gavilan College : - Les Clark, Sacramento Center
-Hal Snow, POST - . .Gene Rhodes, POST
Fred Williams, POST : ~ Bob Sadler, POST

" .ancy Applegate, POST William Hotchkiss, San Diego

onald Moura, San Joaguin Delta College . Sheriff's Training Academy

Kim Garthwalte Riverside -
Sheriff’s Department

Wednesday, June 17 1981

1.

i1,

General Sess1on - Included welcome, introductions, housekeep1ng,
expltanation of committee structure and agenda,- and an update on Basic
Course activities since the previous neet1ng

Committee Meet1ngs - The remainder of the day was devoted to standing

~and. ad hoc committee meetings.

Thursday, June 18, 1981

1.

Presentation by Dave Allan and Dale Anderson on the California Peace
Officers' Legal Source Book.

Allan and Anderson, of the Attorney General's Special Projects Unit,
presented the Attorney General's planned Legal Source Book which will
index and synopsize California criminal law and case decisions affecting
police procedures. It is pianned that this convenient reference will be
made available to every peace officer and at cost to every academy
recruit. Action on the Attorney General s requast for endorsement was
deferred to committee reports. B



1.

111.

Presentation by Dr. John Kohls, POST on POST Physical Performance
Testing Project.

" Kohls outlined the purpose and history of this project. A physical

performance test is being developed to be used as pre-screening to basic

~ academies. At .the present time it is planned to leave cut-off scores to

local academies. There was much agreement to the position that POST
should establish minimum cut off scores. Kohls cited the probiems for
POST to establish cut off scores including the necessity to have incum-
bent standards. It may be possible to have guidelines or multiple cut
off scores depending on local conditions.

Récommendation: That the final results of the study be reviewed
‘with theé Consortium at its next meeting with a view toward determin-
ing the feasibility of establishing yariab]e standargs or guidelines.

Commi ttee Reports'- The following recommendations were approved by the
Consortium:

A. Testing - Chairman Phil Pounders

POST Proficiency Test - John Kohls presented an example of a revised
computer printout on the POST Proficiency Test resuits. The revised
printout will be much more detailed and identify particular perfor-
mance objectives that students score above and below the statewide
mean. The revised printout will be available sometime after October
1981. :

Recommendation: POST take responsibility for cleaning up and
updating the test items used in the Proficiency Test.

Recommendation: Approve the revised computer printout on the
POST Proficiency Test results with the addition to 1ist the
P.0's tested for each test. ‘ ' : :

Recommendation:  That {1) academy students be instructed to
place their name and social security numbers on the exam's
answer sheet, (2) exam proctor's instructions be revised so as
to be silent on the exam's purpose, and (3) POST prepare and
distribute a statement on the exam's purpose for optional use by
academy directors. S , :

Recommendation: Regarding the POST Proficiency Test administra-
tion, academies should (1) schedule test dates as soon as pos-

sible in developing an academy schedule, (2) schedule the test
dates during the last week but preferably not the last day, {(3)
advise the POST Standards and Evaluation Services Bureau as to
the number of test takers and the physical layout so that an
adequate number of proctors can be assigned. '




Academy Test Pool Questions

Recommendation: POST sponsor a seminar in test question
development for academy.staff and subsequently request each
academy to furnish POST with model questions in designated
functional areas. These questions are to be used in the
Proficiency Test and added to the pool of academy questions.

Basic Course Equivalency Exam - This item was considered by the
Testing Committec and Consortium although not on the agenda.

Recommendation: That the Consortium is strongly opposed to the

use of a paper and pencil exam as the only means to test for

skills and knowledge; performance exams are absolutely vital to

test for critical manipulative skills; and the passing score on
- the BCEE should be consistent with the current Basic Course.

Success Criteria Committee - Chairman Bob Kristic

There was extensive discussion on various alternatives for changing
POST's current success criteria but no agreement could be reached.

‘Recommendation: No change be made in the Basic Course Success -
Triteria and that POST conduct pilot studies of testing alterna-
tives in selected academies.

Curriculum Committee -'Chairman'A1ex Pantaleoni

' Recommendation: Endorse the concept of the Peace Officers'
" Tegal Source Book being proposed by the Attorney General’s
‘Office. : o

Recommendétioh: Apbroﬁe ihe proposed policy and procedufe as
amended for changing the Basic Course performance objectives.
(See Attachment A)

Recommendation: Approve the Basic Course Performance Objective
Historical File as amended. (See Attachment_B)

Recommendation: Approve with modifications the recommended
changes to the report writing performance objectives arising
from the Report Writing Instructors Seminar. (See Attachment c)

Recommendation: POST should bring together a group of subject
matter experts to review the training requirements of CVC 40600
and its relationship to the Basic Course.

Recommendation: Refer proposed revisions to Unit Guide #17
© {%carch and Seizure) to a group of subject matter experts.




V.

D.

E..

:f‘

“F.

Pre-Screening Conmittee - Chairman Arch Sherman

Recommendation: Endorse in concept the Education and Training
Task Force (Symposium) recommendations related to academy
pre-screening with the proviso that pre-screening applies to all
basic students. There is need for further study of these issues
by the Committee. -

Recommendation: There is no need for preferential enroliment
for reserve peace officers under P. C. 83z. 3(c} - Preferential
Enrollment.

Instructional Committee -‘Chairman Dave Parker

Recommendation: Approve the recommendations as amended arising
out of the Report Writing Instructors Seminar (See attachment D}.

Recommendation: POST continue offering Bas1c Course instructor
update seminars with a suggested prioritization of subject
areas--Firearms, Defensive Tactics, Cr1m1na1 Law, and Physical
Training. :

~Recommendation: POST should offer a seminar to bring appro-

priate academy staff together to share computer technology and
programs with pre-distribution of appropriate information.

Recommendation: POST should solicit from academies copies of
scenarios and checksheets. These.should be categorized, :

. assembled into a document, and distributed to academies as

"samples". It was felt there was no need at this time to
‘develop standardized scenarios or checksheets.

Recommendation: Approve fhe proposed amendments, to the proposed
potice licensing legislation, including the added requirement
applicants must complete the Basic Course {See attachment E).

Recommendation: POST re-evaluate thé tuition for driver
fraining 1n the Bas1c Course prior to the 1982-83 Budcet Year.

Remed1at1on Standards - Chairman Fred A11en

Recommendation: POST should request each academy to submit a
tentative policy on remediation that is consistent with the
tentative outline on attachment F. A survey questionnaire
should accompany the request. These results should be returned
to the Committee for further consideration.

MEETING CRITIQUE

Most supported the use of committees but many felt the agendas were too

full.

Some suggested the need for more time devoted to General Sessions.



List of Attachments:

A.

c.
D.
E.

Proposed Policy/Procedure for Changing Basic Course Performance
Objectives. ‘ - : - '

Basic Course Performance ObjectiQe Historical File.
Recommended Changes to Report Writings Performance Objectfves.
Recommendations from Report Writing Instructor's Seminar.i
Recommended Amendments to Po1fce Licensing Legislation.

Qutline of Draft Remediation Standards.



ATTACHMENT A
COMMISSION ON PEACE OFFICER STANDARDS AHD TRAINING

Policy and Procedures for Changing Basic Course
Performance ObJjectives

Policy

A1l changées to the Basic Course Performance Objectives must be:

(1)

recommended by POST staff or the Basic Course Consortium and

'(2) approved by the POST Commission as specified in these procedures.

Procedures .

1.

A1l suggestions for change to Basic Course Performance Objectives
must be directed to and reviewed by the Curriculum Committee of
the Basic Course Consortium. Committee recommendations must be
acted upon by the full Consortium.

Changes to the Basic Course Performance Objectives must be based
upon one of the following:

~a. A change in the law or court decision affect1ng potice

procedures.

b A "verified“ change in tasks perfdrmed by peace officers

subject to the requirements of the basic course.

c. A pragmatic need/probiem in testing, instructional
methodo]ogy, technology, etc.

Major changes (additicns or deletions) require'Commission
approval prior to adoption. Minor changes may take effect
immediately. Annually, all changes must be reported to the

- Commission.

A1l changes to performance objectives must be documented in the
Basic Course Performance ObJect1ve Historical File as to dates,
change, and justification.

Changes to Unit Guides pursuant to changes in Performance
Objectives may be made administratively without Commission
approval.
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3,; BASIC COURSE PERFORWﬁWCE 0, . TIME HISTORICAL FILE
}___ Performunce Qbjective Number.

Performance UbJ ec.t1‘ va:

State of California ()—_epartﬁw‘g:ﬁl'of'ﬂustico-— e

COMMISSION € ZACE OFFICER STANDARDS AND.TRAINING.,
7100 BOwhng Drive, Sacramento, CA 95823

ATTACHMENT B

Date of

Date of Date of

Recormended ;Change (Underlines/Strikeouts) Justification & Source Consortium | Comnission |, gz;gngztion
Change Approval Approval pieme
i

POST 1-265




ATTACHMENT C

POST Report Writing Instructors' Seminar
May 20-21, 1981 - Sacramento, California

5.3.0 INTRODUCTION TO REPORT WRITING

‘(Same) Learning Goal: The student will have a basic
understanding of report writing.

Performance Objective(s)

"(réyised) 5.3.1 The student will identify the following
80% - uses of police reports: ,

A. Record facts into a permanent record

B. Provide coordination of follow-up
activities and investigative leads.

C. Provide basis for prosecution and used
by defense

B. Provide a source for officer evaluation
E. Provide statistical data
F. Provide reference materiat
(formerly 5.3.2 The student will identify the following
80% 5.4.1, characteristics as essential to a good report:
revised) _ '
. A. Accuracy
B. Conciseness {formerly "Brevity")

(should C.  Completeness

‘be defined :
in Unit P. Clarity
Guides)

E. Legibility
F. Objectivity

G. Grammatically Correct ({new)

H.  Correct Spelling {new)



L

{formerly
80% 5.4.2,
revised)

(re-ordered)

{same)

(neﬁ) 80%

(new) 803

{new) 80%

(new) 80%

(new) 80%

5.3.3 The student will identify the fol-
. Towing questions as those that should be
answered by a complete report:

A. What Who  °
B. Who  What

C. When - When

D. | Khere Khere
E. Hoﬁ_‘ Eﬁﬁﬁ

F. Why - How

—

5.4.0 REPORT WRITING MECHANICS

Learning Goal The student will know the basic

mechanics of report writing.

PERFORMANCE OBJECTIVE(s):

5.4.1  The student will demonstrate the ability

to spell job refated words from a 11st provided
by POST.

5.4.2 The student will demonstrate the ability
to distinguish between active and passive voice
sentence construction.

5.4.3 Given examples of faulty sentence
structure, the student wili revise thom 1NTO

‘clear and compielé sentences. 115 Will mini-

mally incTude correcting:

A. Sentence fragments
B. . Run-on sentences
C. ~ Comma splices

5.4.4 The student will identify in appropriate
words for police reports.” This will minimally
include: -

. A. Slang (except when quoted)

B. Jargon (except when guoted)

C. Non-standard abbreviations (reference the
POST standard abbreviations Jist).

5.4.5  The student will revise third person
sentence construction to first person.
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{new) 80%

(revised)}

(revised) 80%

. .

5.4.6 Given a series of events, the student
will, to the satisfaction of the instructor,

place them in chronological order.

5.5.0 REPORT WRITING APPLICATION

5.5.1 *Given word pictures or audio visual
presentations depicting police problems,
simulated police situations, the student will

organize and write tne faccs in an appropriate
report format. The student will accomplish this
by: )

A. Gathering relevant information by conducting

a preliminary investigation (Ref. 10.1.0}.

- B. Organizing the necessary facts in either a

(delete)

~ (delete)

chronological or categorical order.

C. Relating the facts in.appropriate sentence
form grammatically and structurally correct
sentences.

D. Utilizing the pr1nc1nles of Report wr1t1ng
Mechanics {Ref. 5.4.0).

5.5.2 Given word pictures or audio visual
presentat1ons the student will compiete the
primary reports used by his/her agency,

consistent with the following rules of a good

report:

A. Concise

B. Clear

C. Complete
D. Legible

E. Grammatically and structura11y correct

5.5.3 The student will prepare an interoffice
correspondence reflecting the following

. characteristics:

A. Concise

B. Clear
C. Complete
D. Legible

E. Grammatically and structurally correct

*It is recommended the term “simulated police situation®
"will be defined in the glossdary to include word pictures,
audio visual presentat1on or role-playing. "Simulated
police situation" is to be subst1tuted for all references

to these terms.
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10.°

11,

12.

- Attachment D

Reconmendations From the Report Writing Instructors Seminar
(As Amended by the Consortium on June 18, 1981)

Defer to the Consortium's Pre-Screening Committee the issue of whether
POST should develop a mandatory validated and standardized pre-screening
test to screen out academy applicants not possessing the minimum reading
and writing skills necessary to successfully complete the Basic Course.

POST should develop an instructional package on "Contemporary Concepts in
Police Report Writing" for recommended use in advanced officer, field
training officer, and update courses for police SUPErvisors.

POST should uporade and expand the academy and proficiency examination
test questions relating to report writing. It was also agreed that
multlple choice test questions are a useful supplement to report writing
exercises to evaluate students.

Academies should use checksheets in grading student report exercises.

POST should revise the Basic Course Unit Guides, including the addition
of an inventory of available training materials, job related spelling
list, a list of acceptable standardized abbreviaticns, and other changes
consistent with approved modifications to performance objectives.

Academies should interface and SPquence report writing with other
subjects.

Academies should maintain student writing exercises for at least the -

probatlonary period.

No action on recommending crime reports should be standardized in
California.

Fach academy should address the large workload for report writing

- instructors due to the grading of student exercises.

Refer to the Consortium's Remediation Committee the recommendation, POST
should require academies to provide at least one retest but should make
no effort to prescribe remediation techniques.

POST should delete the term "his/her" from performence objectives.
Numerous unsolved report writing problems were idemtified including:

lack of agency involvement in the evaluation dfrepovt writing, need
for instructional aids, lack of a universally ameptable report
evaluation system, lack of sources for handwriting improvement and
aids for spelling- improvement, lack of supervisery and management
understanding of report writing issues, multiple crime report forms,
and no standardized academy pre-screening test for reading and wr1t1ng
test which dlagn051s specific deficiencies.



Attachment "D"

'STATUS OF PENDING LEGISLATION CF INTEREST TO POST

Bil11/ Author

S8 207
{Richardson)

| S8 210

(Presley)

§B 588 .
{Rains)

AB 674
{Katz)

SB 751 ,
-(Doolittle)

AB 1169
{Martinez)

AB 2078
{Nolan}

AB 2172

(Vasconcellos)

Reserves:

~ ACTIVE *

... Subject

D.A.. Investigators: POST reimbursement

POST reimbursement
Increase Revenie

Marshats:
POST Fund:

Child Abuse: Investigative Procedures

and Training
Arson Investigators: POST reimbursement
School District Police: POST Reimbursement
Firearms Training: Public
Level 1 Training Standards

Private Patrol: Training

Commission Position .

Neuiral
Support
teutral
. Oppose
'Opﬁose
Neutral

Support

#Active means the Cormission has or may teke an official position.

Rev. 7/01/81
0007/02

Status

In Assembly

In Assembly
In Assembly

In Assembly

In'Senate

In Assembly

~ In Senate

In Assembly
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L . g - ATTACHMENT E

.

RECOMMENDED AMENTMENTS TO THE PROPOSED POLICE LICENSING

Requirements for Certificate (License)

new . 1. Satisfactory completion of the POST Basic Course or equ1va1ent tra1n1ng

as determined by POST.

revision = 2. After January 1, 1985, satisfactory completion of the subject matter
: © examination. (On January 1, 1985, the current law requiring POST to
develop and administer the Prof1c1ency Exam is repealed.)

new . 3. .Satisfactory completion of a POST approved reading and writing exam-
: as a prerequ1s1te {0 the Basic Course.

- new 4. Completion of a field training program approved by POST.

i

POST Author1ty and Responsibility

PN

1. Specific authority given to POST to contract for the adm1n1strat1on
of the subject matter examination.

s



T RTTACHMENT TF™

COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

POST Requirement on Basic Course Remediation Standards

Each académy must have a policy for student remediation which:

1.
2.

Is uniformly applied to all students

Addresses the following elements:

d.

Maximum times a student may be re-tested (m1n1mum of one
for each performance objective).

Written procedures made available to students suggesting
methodologies to remediate themselves on the1r own time
for each subject area.

Time span from the first test to subsequent re-test(s)

and that remed1at1on must commence as s$o00N &s: pract1ca1‘
. ]

after each exam.

Specifies the extent of re-testing, e.g., performance
objectives, learning goa1s, or functional areas.



Date of Birth:
Birthplace:
Resume Date:

RESUME

MIMI HALPER SILBERT

March 29, 1942 - Address: 2563 Divisadero Street

Boston, Massachusetts ’ San Francisco CA 94115
. February, 1981 Phone: = {415) 931-3628

CURRENT POSITIONS

1973-1981

1979-1981

1976~-1981

EDUCATION

1970

1968

1965-1968

1965

1963

HONORS

Co-President, Delancey Street. Foundation, Inc., a self-help
residential treatment center for 400 ex-convicts, ex-addicts,
and ex-prostitutes maintaining 10 businesses; located in San
Francisco, New Mexico, and New York.

Principal Investigator, National Institute of Mental Health;
Grant Number ROl MH 32782, “"Sexual Assault of Progtitutes”.
A two and one half year project documenting and treating the
problems of prostitution, sexual assault, and child sexual
abuse.

Training Consultant, San Francisco Police Department. Redesign,
monitor, and evaluate recruit and supervisory training.

Moreno Academy: Certified Associate Director of Psychodrama

Ph.D., University of California/Berkeley, Criminology and
Psychology (With Honors)

National Institute of Mental Health Intern Fellow (Langley
Porter; San Quentin}

M.A., University of California/Berkeley, Counselirg Psychology
{With Honors)

B.A,, University of Massachusetts/Amherst, English. Phi Beta
Kappa; Alpha Lambda Delta :

Presidential appointment, National Institute of Justice
2dvisory Board, 1980-1983

_Certificate of Honor, Distinction, and Merit, San Francisco

Board of Supervisors, December 1980



HONORS

PRIOR POSITIONS

1973-75

1970-73

1968~-70

1966-68

19686

CONSULTING

1981

1980

Resolution of Commendation, California State Legislature,
January 1981

Numerous Certificates of Apprec1at10n from Law Enforcement
and Community Corrections agencies

Listed in: 'Who's Who of American Women; Who's Who in Public
. Health; Who's Who in Education; The World's Who's

Who of Women; Community Leaders and Noteworthy
Americans; Dictionary of International Biography

Co-Director, Center for Institutional Change, California State

University, San Francisco Supervised students in community
corrections and mental health agencies.

Director, Personal Exploration Groups (PEG); Stiles Hall,
Berkeley. Project Director, Talent in Interpersonal Explora-
tions (TIE Project). National Institute of Mental Health
(Applied Research), Berkeley. Supervised 150 interpersonal
exploration groups per year. Designed, implemented and

‘evaluated training in group facilities and communication
- skills for paraprofessional group facilitators.

Directox, Group Program, Berkeley Institute for Training in
Group Therapy and Psychodrama; Berkeley Center for Human
Interaction, Berkeley; (Moreng Accredited)

Deputy Director and Treatment Supervisor, Sccial Problems
Unit, Qutpatient Cliniw; Schools of Criminology .and Law,

University of California, Berkeley Along with Drs. Diamond
and Korn, planned and administered this experimental treat-
ment program for deviants consideréd unamenable to
traditional modes of treatment. Also supervised graduate
student psychotherapy interns. '

Correctional Treatment Specialist at Lorton Prison Youth
Center, Washington, D.C. Conducted individual counsellng
sessions; developed research program employing inmates;
conducted one therapy qgroup.

A. CRIMINAL JUSTICE: TRAINING AND SERVICE bELIVERY

Tralnlnq Instructor, Contra Costa County Probatlon Dept.,
Juvenile Prostltutlon

Consultant, New York Police Dept., JuQenile Prostitutipn.

- 2 =

Note: A long list of accomplishments followed including consulting; plé.nning and evalua-

tion; community mental health,

communications and organizational development;

teaching experience; clinical training; and selected presentations and publications.®
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ALICE A. LYTLE

Biographical Information

Alice A. Lytle is currently Secretary of the State and Consumer
Services Agency, which has been described as the "conglomerate' of state
government. Governor Brown elevated Ms. Lytle to this post in April 1979,

The Agency exercises general supervision over, and is directly respon-
sible to the Governor for, the operations of the Departments of Fair Employ-
ment and Housing, Consumer Affairs, General Services, and Veterans Affairs,
as well as the Office of the State Fire Marshal, the Franchise Tax Board,

the State Personnel Boérd, the Public Employees' Retirement System, the

State Teachers' Retirement System, the Building Standards Commission, the
Museum of Science and Industry, and the California Public Broadcasting
Commission. Further, the Secretary of the Agency is responsible for
administering the Intergoverrnmental Perscmnel Act Crant Propram and the
Governor's Safety and Rehabilitation Program. The total annual program
budget for the Agency and its departments exceeds $813 million dollars.

As Agency Secretary, Ms. Lytle is a member of the Governor's cabinet
where she advises and assists in establishing major policy and program
positions for the various units within the Agency as well as for state
government in general.

Prior to assuming the post of Secretary, Ms. Lytle was Chief of the
Division of Fair Employment Practices, a position to which she was appointed
in June 1977, after serving since April 1975 as deputy legal affairs secre-
tary to Governor Edmund G. Brown, Jr. '

As Chief of the Division of Fair Employment Practices, a bifurcated
agency within the Deparxtment of Industrial Relations which receives, inves-
tigates and attempts conciliation of complaints alleging discrimination
in employment, housing and public accommodations, Ms. Lytle exercised
overall control of budget, personnel matters and legislative activities
as well as managing the work of approximately 200 workers in ten offices
located throughout the state. ’

Before joining the Governor's staff she was a rural housing specialist
with the National Housing and Economic Development Law Project in Berkeley
and also taught in the New Califormia College School of Law, San Francisco.
Barlier, she was a medical research technician for several years.

"A native of Wew Jersey and a graduate of Hunter College in New York,
she received her law degree from Hasbings College of Law din San Francisco
in 1973.

Ms. Lytle is a menber of the Charles Housten Bar Association as wall
as the American and National Bar Associntions.



President

AL LOUSTALOT
Kern County

P.CJ. Box 2208
Bakerstield, CA 93301
805-327-3392

1st Vice President
RICHARD PACILEOQ
Ef Dorado County
300 Fair Lane Drive

. Placerville, CA 95667
916-626-2211

2nd Vice President
ROY WHITEAKER .
Sutter County

Cﬁfg:;sgj%gm ElDorado County to the POST Commission, the California
9166731253 State Sheriffs' Association would like to nominate a replacement

Sergeant-At-Arms
LYNN WGOD
Stanisiaus County

Box 8§58
sto, CA 951353
2IT-326-6456

Secretary
ALHOWENSTEIN
Marin County

Civic Center
Hall of justice

San Rafael, CA 94903

Galifornia State Sheriffs’ Assnriation

Organization Founded by the Sheriffs in 1894

June 26, 1981

Nathaniel Trives, Chairman
Commission on Police Officer
Standards and Training

7100 Bowling Drive Suite 250
Sacramento, CA 95823

Dear Chairman Trives:

With the recent appointment of Sheriff Richard Pacileo of

for the position he held on the Advisory Committee.

At the May meeting of the California State Sheriffs' Executive
Board, Sheriff Bernard J. Clark of Riverside was nominated
as Sheriff Pacileo's replacement. Sheriff Clark's address is

P. O. Box 512, Riverside, CA 92502, Sheriff Clark has been

deeply involved in training and has the expertise that would
certainly be an asset to the Advisory Commission.

We thank you for your attention to this request and would
appreciate a response at your convenience.

RE: POST Advisory Commission

415-499-7250 Very truly yours,
Treasurer
BRAD GATES RICHARD PACILEO, PRESIDENT
Orange Caunty 3 g
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STATUS OF PENDING LEGISLATION OF INTEREST TO POST

Bill/Author

S8 201
(Richardson)

SB 210
{Presley}

SB 588
{Rains)

AB 674
{Katz)

SB 751 .
{Dootittie)

AB 1169
{Martinez)

AB 2078
{Nolan)

AB 2172

(Vasconcellos)

ACTIVE *

D.A. Investigators: POST reimbursement

Marshals: POST reimbursement
POST Fund: Increase Revenue
Child Abuse: Investigative Procedures

and Training

Arson Investigators: POST reimbursement

School District Police: POST Reim?ursement
Firearms Training: Public
Reserves: Level I Training Standards

Private Patrol: Training

Commission Position

Neutral

Support

Meutral

Oppose

Oppose

Neutral

Support

*Active means the Commission has or may take an official pesition.
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Status

In

In

In

In

In

In

In

In

Seﬁate
Senate
Senate
Assembly
Senate
Assembly
Asszmbly

Assenbly
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.ITLE OR SUBJECT UTHOR BILL NUMBER

State of California Department of Justice

BI LL AN ALYS'S COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

7100 Bowling Drive, Sacramento, CA 95823

Private Patrol: Training ' Vasconcel los AB 2172
SPONSORED BY RELATED BILLS | DATE LAST AHENDED
PORAC : 4-16-81

BILL SUMHARY (GENERAL, ANALYSIS, AD\MNTAGES.. DISADVANTAGES, COMMENTS)

General
Assembly Bill 2172 would:

1. Reduire certain private police personnel to satisfactoriiy complete a course of
instruction 4n the exercise of the powers to arrest approved by the Commission on
Peace Officer Standards and Training (POST).

2. Require the Department of Justice, in cooperation with POST, fo develop standards
for this course.

3. Allow the Department of Justice to adopt regulations regarding the standards for
the approval of such course and The facitities at which they are held.

4, Require the Department of Justice To issue a certification of training to persons
who successfully complete the approved course.

5. Prohibit issuance of registration cards to employees of a private patrol operator
until proper certification of training is made.

6. Allow employees of licensees to work with a temporary certification which indicates
completion of the required training and application for registration.

7. Require POST to set standards for a course in the carrying and use of firearms and
a course in the exercise of the powers to arrest, either or both to be attended by
certain private police personnel (separate section of law from #2 above).

Analysis:

The proponents of this legisiation are of the opinion that current training standards
for most private police personnel are inadequate and responsibility for this training
should be transferred from the Department of Consumer Affalrs to the Department of
Justice and the Commission on Peace Officer Standards and Training (POST).

I+ has been estimated that there are presently between 80,000 and 100,000 private
security personnel in the State of California who might be affected by this legistation.
There is currently about a 300% annual turnover rate among .these emp loyees, which
greatiy magnifies the training problem. The present training standard for non-weapon
carrying personne! is 8 hours of general instruction. |f the person is to carry a
firearm, they must complete the entire 40-hour course in The powers of arrest and the
use of a firearm, prescribed by Penal Code Section 832. They must undergo additiconal

FFTCIAL POSITION
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AB 2172 2

training in baton use and tear gas use if they are utilizing this equipment. .

Although there is obviously a need for upgrading the training standards and
registration process for private police personnel, it does not appear that the
approach used in this bill will resolve the problem. Several questions arise

as to the appropriateness of one training course for all private police employees
(two, if they carry firearms), the need for the Department of Justice and POST to
become involved in this process, and the confusion about who is actually responsible
for setting the fraining standards. The matter of fee and fee collection may also
be a problem, should the bill succeed.

It would seem that the entire issue of private police standards (selection, training,
etc.) should be studied in some detail, possibly by an interim committee or some other
such group, before legislative action Is ftaken. This would reduce the problems
associated with addressing only one segment at a time, and would alfow the Legisiature
to determine appropriate policy relating to This entire subject.

Comment

Because AB 2172 does not require any significant action on the part of POST, the
Commission would be best served by not taking a position on the bill. A neutral
position will signify neither support nor opposition for this proposal, but will
allow the major participants to make their own decision as to whether the bill should,
in fact, go forward in some form.

Recommendation .
L] ! ‘

Neutral
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AB 2172 —_2—

be authorized to adopt and promulgate such regulations as
are necessary to insure the proper presentation of the course,
and would be required to issue a certificate of completion for
a fee, as specified, to any person who successfully completes
a course of instruction in the exercise of the power to arrest,
as specified.

Existing law provides that every private investigator,
private patrol operator, alarm company operator, alarm agent
employed by an alarm company operator, and any person
employed and compensated by a private patrol operator,
other lawful business or public agency as a security guard or
patrol person, and who in the course of such employment or
business carries a deadly weapon, shall complete a course of
training in the exercise of the powers to arrest and a course
of training in the carrying and use of firearms. These courses
are required to meet standards which shall be prescribed by
the Department of Consumer Affairs.

This bill would require instead that the, courses meet
standards which shall be prescribed by the Commission on
Peace Officer Standards and Training.

Vote: majority. Appropriation: no. Fiscal committee: yes.
State-mandated local program: no.

The people of the State of California do enact as follows:

SECTION 1. Section 7514.1 of the Business and
Professions Code is repealed.

7514t (o) Every employee of a leensee whe
performs guard oF private patrel serviee shall m@i.@rmo

1
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promulgate such regulations concerning standards for

the approval of courses and the facilities at which they.are.

held as are necessary to insure the proper Emmmb_”maob of
the courses.

(d) Any person who mcoommmmi_% completes a course of
instruction in the exercise of the power to arrest which
has been approved by the Department of Justice and
which has been held at a facility approved by the
Department of Justice shall be entitled to receive a
certificate of completion issued by the Department of
Justice. A fee shall be charged by the Department of
Justice for the certificate, the amount of which shall be no
more than is necessary to reimburse the Department of
Justice for the costs of approving courses and facilities,
maintaining control of the quality of courses, and issuing

-certificates of completion. The Department of Justice

may provide by regulation the manner in which the fee
shall be collected and paid.

(e) No employee of a private patrol operator shall be
issued a registration card until proper certification that
this course has been taught and the employee’s
certification that the instruction was received has been
made to the department.

(f) An employee of a licensee may be assigned to work
on a temporary certification indicating completion of the
course on exercise of powers.to arrest and application for

-registration until issued a registration card or denied

registration by the department.

SEC. 3. Section 7514.2 of the Business and Professions
Code is amended to read:

7514.2. (a) Every private investigator, private patrol
operator, alarm company operator, alarm agent
employed by an alarm company operator, and any person

‘employed and compensated by a private patrol operator,

other lawful business or public agency asa security guard
or patrolperson, and who in the course of such
employment or business carries a deadly weapon, shall
complete a course of training in the exercise of the
powers to arrest and a course of training in the carrying
and use of firearms. This subdivision shall not apply to

jaa—
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—3 — AB 2172
armoréd vehicle guards hired prioer to January 1, 1977.
Armored vehicle guards hired on or after January 1, 1977,
shall complete a course of training in the carrying and use
of firearms, but shall not be required to complete a course
of training in the exercise of the powers to arrest. The
course of training in the carrying and use of firearms shall
not be required of any employee who is not required or
permitted by a licensee to carry or use firearms. The
course in the carrying and use of firearms and the course
of training in the exercise of the powers to arrest shall
meet the standards which shall be prescribed by the .
Departrent of Consumer Affairs Commission on Peace
Officer Standards and Training. The department shall
encourage resteaint and caution in the use of frearms:

(b) No uniformed employee of a licensee shall carry or -
use any firearm unless such employee has in his or her
possession a valid firearm qualification card.




'STATUS OF PENDING LEGISLATION OF INTEREST TO POST

Bil1/Author

AB 54
{Filante)

SB 111
{Alquist)

S8 132
(Presiey)

AB 189
(Cortese)

AB 251

(Vasconcellos)

AB 253
{Alatorre)

AB 359
(Papan)

SB 375
(Di11s)

58 382
(Presiey)

58 412
{Johnson)

AB 427
(Leonard)

SB 455
(Johnson)

AB 513
{Stirling)

AB 574
(Hart)

SB 640
(Davis)

AB 651
{(Young)

AB 698
(Thuyman)

AB B32
(#atson)

AB 975
(Bergeson)

IRFORMATIONAL *

Subject Comments
Regqulatory Agency: Abolition
Assessment Fund: Amendments (same as AB 251)
Peace Officer: Tear Gas

Possession

Penalty Assessment: Court Construction
Assessment Fund: Amendments (same as SB 111)
Peace Officers Powers: Off duty
State Police: Enhanced Powers

Driver Training: Continuation {same as AB 651)

of Program
Peace Officers: Selection Standards
Custodial Officers: Training
Penalty Assessment: Sunset Date Change
Employee Records: Availability
Reserve: Training Requirements
California Specialized Training
Institute: Enabling legislation
Driver Training: Increased Allowance
Driver Training: Continuation {same as SB 375)
Penalty Assessment: Increase

Assessment Fund: Amendment

Requlatory Agency: Abolition

Status

In Assembly
In Senate
In Senate
In Assembly
In Assembly
In Assembly
In Assembly
In Senate
In Senate
In Senate
In Assembly

In Senate

In Assembly

In Assembly
In Senate

In Assembly
In Assembly
In Assemble

In Assembly
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STATUS OF PENDING LEGISLATION OF INTEREST TO POST

: INFORMATIONAL *

Bill/Author Subject

AB 1053 Juvenile Offensaes: Penalty Increase
{McAlister)

AB 1131 Peace Officer: Prohibited Employment
(Bates)

SB 1246 Driver Training: Continuation
(Montoya)

AB 1297 Correctional POST: Continuation
(Levine)

AB 1304 and 1306 Fines: Increase
{Moore)

AB 1790 Penalty Assessment: Technical Amendments
(Moore)

Comments

*Informational means the Comission will take no official position.

Rev., 7/01/81
0007 /03

Status

In Assembly

In Assembly

In Senate
In Assembly
In Assembly

In Assembly



U.S. Department of Justice

Attorney General’s Task Force on Violent Crime

Washington, D.C. 20530 Grifiin B. Bell
Co-Chairman
’ James R. Thompson

Co-Chairman
June 3 ’ 1981 David L. Armstrong

Frank G. Carrington
c_. Ropert L. Edwards
= Wlll_];m L. Hart
= Wilbgr F. Litdlefield

Mr. Nathaniel Trives = Jamjgs Q. Wilson
Chairman : ' o

L ] ) L.
Commission on Peace QOfficer oceffréy Hamis

. = Executive Director
Standards and Training

7100 Bowling Drive
Suite 250
Sacramento, California 95823

ERGES
L50d N

Dear Mr. Trives:

Your correspondence to President Reagan has been referred to
me for reply.

Your views and suggestions with regard to standards and train-
ing to assist law enforcement are very much appreciated. As you
know, the Attorney General considers wiolent crime to be a matter
of great nmational concern, and he has created the Task Force on
Violent Crime to advise him as to what the Federal Government's .,
role should be in combating this problem.

In this regard, the Attorney General has directed the Task
Force to report its recommendations to him expeditiously and in
two phases. The first phase will focus on what the Federal
Government can do within the present statutory and funding
framework. The second phase will focus on recormmendations for
necessary and appropriate changes in Federal laws, funding levels
and allocation of resources which would increase the coordinated
Federal-state-local fight against violent crime.

I certainly would be pleased to receive any information or
suggestions you care to submit. It would greatly assist the Task
Force if you would take time to send us your thoughts and recom-
mendations in writing. Please be assured that your comments will
be considered by the Attorney General's Task Force on Violent
Crime.

Very truly vours,

Executive Director
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January 26, 1981

The President of the United'States
The White Houss
Washington, D.C. 20500

‘Dear. Preasident Raaganﬁ ,

The POST Commission would liks to taka thia opportunity'io

. offar our congratulations on your inauguration as President

of the Unitad Statea.

You and keay membexs of your staif, includiag Ed Maese, I,
and Herb Ellingwood, hava besn very closely involved withk and
supportive of the POST program in California and shara our
concarn for the continued development and improvemant of
local law enforcemant through state training and standards

.commissions..

-~

Our Commission also shares citizen concern ovar the rising
crime rate and the increasing violance in cur sociasty. Because
the fear of crime endangers Amarican society and form of
government, there is a critical need to restore the peoples’

confidence in the criminal justice procesa.. This concern

invokss the need for cooperation between the federal and state
governments,

Our Commissicn would be pleased to mest with members of
your staff to discuss maethodologies, programs or strategies
concerning stacdards and training that will assist law enforce~
ment in its quest for crimae problem solutions. We believe our
present and past expertise in these areas will be of value.

We offer our wholehearted support to you in your service to
our Country in the important years ahead.

Our warmest regards to you and your famiiy.

Sincerely,

NATHANIEL TRIVES
Chairman

BWEK:NCB:ik
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